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A Letter from
the Commissioner

Today, tcachers and administrators throughout Connecticut are engaged in the
thoughtful assessment of instruction and school management and in activities
designed to continually improve professional performance. The intent of the Profes-
sional Development Law (PA 84-314) is to build upon these successful improvement
efforts and to ensure a continuing processbeyond initial university preparation
and state lizensingwhich will maintain and enhance the competence of the pro-
fessionals in our schools.

To aid school districts in this p rocess, the State Board of Education approved six
guidelines to help establish a framework for effective planning for professional
development. Those guidelines reflect Connecticut's fundamental commitment to
quality education and its belief in the importance of professional development which
responds to local needs and interests.

This planning guide is intended to help ea,* the guidelines. It offers a process-
oriented approach to developing a professional development plan which is coopera-
tively developed, widely approved and conscientiously implemented. It offers sugges-
tions on the management of each step.

In the final analysis, the success of a professional development program will be
measured by the improvement of instruction for each student in Connecticut.

Gerald N. Tirozzi
Commissioner of Education



Introduction
Public Act 84-314, An Act Concerning Professional Development for Educators,
contains a clear statement of purpose: "to provide for the ongoing and systematic
professional development of the professional staff of each (local or regional] board
of education." See Appendix A for the complete text of PA 84-314.

Prior to the enactment of PA 84-314, members of the Connecticut State
Board of Education and the Connecticut General Assembly held a series of discus-
sions around the issue of legislating professional development for the state's
educators. Throughout those discussions, the primary concern was that any legis-
lation would respect the uniqueness of each local school district and lead to the
improvement of education for students.

In order to meet both the mandate and intent of the Act, the professional
development program will follow these operating principles:

A five-year professional development plan will be developed by each local
and regional school district which will address the goals ofthe district. It
will have a high potential for improving student learning.
The plan will have a district-wide focus with provisions for district, school.
department or grade level and individual activities.
Teachers will play a major role in the development of the plan.
Each district will have its own unique plan. See Appendix B for a checklist
that may be referred to by districts in developing theirplan.
Each district will describe its long-term professional development plan for
the five-year period beginning April 1, 1986. Eachplan will include specific
objectives, activities and evaluation strategies. While the most specificity
will be for the first year, the plan will also provide a framework for the
subsequent four years.
Although each district must have its own plan, districts are encouraged to
develop cooperative arrangements or joint efforts when similar activities
are being planned.
The five-year plan must be in compliance with the following six guidelines
adopted by the State Board ofEducationon May 2, 1984:

Guideline L

Guideline IL

Guideline M.

Guideline IV.

A sILong and visible commitment from the
local board of education is evident.

A strong and visible commitment from the
school district and its personnel is evident.

The professional developmentprogram
has a stated purpose which is related to the
annual goals and objectives of the school
district.
Planning of the professional development
program is ongoing.

8
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Guideline V.

Guideline VL

Implementation of the professional
development program follows effective
educational principles.

Evaluation of the professional
development program is ongoing and
systematic.

See Appendix C for the complete text of the approved Guidelines and the
letter from the Commissioner of Education describing their formation.

This Professional Development Planning Guide is designed specifically to
help each local, regional and unified school district and the state's system of
regional-technical schools use these six guidelines to initiate or adapt its own
professional development program. Educators' shelves are already lined with
enough handbooks and manuals that answer all the questions no one ever asks
and answer none of the quesdoto everyone asks. We have attempted to avoid
these flaws by discussing each guideline, suggesting appropriate activities for each
set of indicators and providing a management plan/checklist for organizing time
and resources.

See Appendices D and E for two papers which supplement the guide: Deter-
mining Needs fiN. Professional Development: Effective and SimpleApproaches and
Evaluation of Professional Development in Local School Districts.

We hope this guide and its appendices are useful in planning and implement-
ing effective professional development programs that result in strengthened edu-
cational opportunities for students. We also hope that board of education members,
administrators, teachers, parents and all others involved in the process of develop-
ing the five-year plan will view their plan not as a document describing a program,
but rather as a vision forecasting increased professional excellence.
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Guideline I
A strong and visible

commitment from the local
board of education is evident

One of the most consistent the nes associated with effective professional develop-
ment programs is a clear message from the local board of education saying: "This
board values continuing education for all professional personnel!" The professional
development five-year plan must provide evidence of board of education commit-
ment. The following are five indicators of board of education commitment and
policy development. Districts are encouraged to identify others.

Indicator: The local board of education has adopted a clear,
concise, written statement of policy.

The written policy statement establishes the general intent and direction
of professional development in the district The policy statement should be con-
cerned with the educational values and assumptions of the district and say some-
thing about schools, teaching, teachers, students, and desired results of profes-
sional development programs. It should declare professional development as a
district priority. Once adopted, the written policy statement should be distributed
to all professional personnel and parent groups.

Following is a sample board of education policy statement on professional
development.

SAMPLE
A POLICY STATEMENT ON PROFESSIONAL

DEVELOPMENT FOR EDUCATORS FOR
ADOPTION BY A BOARD OF EDUCATION

The cornerstone at onality education is what happens Letween the
educator and the student. Major changes are takingplace that deeply affect this
educational process. Students are changing. Technology is changing. Societyas
a whale is changingdemanding new skills from young people as they leave
schooL

As the world changes around us, curriculum and instructional methods
cannot remain the same. Many of the skills and much of the knowledge
educators learned in their training five, ten and twenty years ago areno longer
adequate for helping students to succeed in the world they will enterupon
graduation.

sampk continues aca page

1 0
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The community is charging its schools with providing more and more
kinds of programs. Digt,-in Name expects that curriculum and
instruction will be geared to its student? individual needs. The district must
respond to state and federal mandates that often necessitate preparing the
entire staff to reach compliance with the law.

These and many other demands makeit absolutely essential that the
district provide adequate resources for a continuing program of professional
development for its educators.

It is not feasible for school personnel to keep up with the complexity and
quickening pace of change only through professional reading and occasional
refresher courses. These avenues of professional development need to be
enlarged significantly with resources from the school district.

Policy

In order to assist district educators to maintain and improve their
effectiveness with students amid today's rapid changes and growing demands,
the Board of Education will:

(1) Provide for a planned, ongoing professional development
program for all staffincluding the necessary funds and
time for planning and implementation.

(2) Direct the Superintendent to establisha planiiing committee
composed ofrepresentatives from the Board ofEducation, the
administration, teachers and other appropriate staff. The
committee shall be responsible to the Superintendent for
(a) assessing immediate and long-term needs at three levels:

district, building, and individual.
(b) planning, development and evaluatingprograms designed

to meet the assessed needs.

(3) Direct die Superintendent to report annually to the Board of
Education on the professional development program and its
effect with the dations for changes as eeded.

Indicator: The local teacher and administrator
organizations have helped to develop and have
endorsed the policy.

Local teacher and administrator involvement in the development of the policywill create a sense of ownership in and commitment to that document. PA 84414recognizes the importance of staff input into policy development by requiring thateach local or regional board of education develop its plan "with the advice andassistance of the teachers employed by such boards."
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Indicator: Parents have supported the policy.

It is recommended that parents be given the opportunity to review and formally
support the policy statement. Parents have a vested interest in the education of
their children. Their understanding of how professional development activities
benefit the educational program will foster their support. From a public relations
standpoint, parents need to be reassured that educators are concerned about edu-
cational excellence and are doing something worthwhile to ensure their own pro-
fessional growth. Parents should be informed of the planning process in general
and the process of developing the policy statement in particular, before their
support is sought.

Indicator The board ofeducation has committed funds to
support the professional development plan.

It is recommended that a professional development line item be included in the
annual budget of the distxict. Some creative approaches can be applied to funding
the program. For example, one Connecticut school district reallocated its sabbatical
leave budget to professional development. Funding might be based on a formula
that would budget 41r dollars per full-time professional staff member or a certain
percentage of the total budget could be earmarked for professional development.
In 1983, Connecticut school districts spent an average of $80 per full-time profes-
sional staff member (the range was $04588) and allocated an average of 0.19%
of their budgets (the range was 0%-0.9%) for professional development In contrast.
many businesses gave human resource development high priority and set aside
an amount equal to 2% or more of each employee's salary (that's $400 for a $20,000
salary) for employee training and development. Professional development activities
need a realistic budget. Having such a budget provides a visible and tangible
commitment to the program.

Indicator The policy is updated and revisedperiodically.

Procedures and time lines should be developed to ensure periodic review, revision
of and recommitment to the written policy statement This process should involve
administrators, teachers and parentsas well as members of the board of education.

12
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Management Plan/Checklist for Obtaining Board of Education
Commitment

Recommended
Task

Person(s)
or Groups
Responsible

Time Line
Start End Desired Outcome

Develop policy
statement

I

i

1

Written board of
education policy

Develop policy
review/revt.Pon
procodure

I Schedule periodic
review process

Involve profession-
al staffin policy
development and
review

Formal endorse-
ment ofboard
policy

Gain support of
parents for
policy matement

Formal indication
of parent support

Obtain funding
to support
professional
development

Approved budget
line item for
professional
development

Other

Not later than April 1, 1986, in accordance with Public Act 84-314,
each Connecticut school district must submit to the State Depart-
ment of Education for approval a five-year plan to be implemented
not later than school year 1986-1987. In so doing, school districts
should consider the following questions that relate to Guideline I:

YES NODo you have a written policy supporting professional development
which has been adopted by your board of education in the last
5 years?
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Guideline II
A strong and visible coinmitment

from the school district and its
personnel is evident.

High quality resources should be committed to the professional development pro-
gram. There are several considerations to be made in identifying effective resources,
but before starting to seek "the answer' be sure you know the question. Carefully
examine the identified need and-purpose of the program or activity, then list the
ideal resources necessary to achieve it.

Although the number and type ofresources required to support an effective
effort will vary with local conditions, it is recommended that planners consider
human, financial, time and material resources when addressing this guideline.

Human Resources

Indicator: The school district has assigned responsibility
and accountability for thz professional develop-
ment program to an appropriate administrator.

A key component of an effective profesa.sonal development program is re-
sponsible and accountable leadership which is vested in an enthusiastic individual
who is given adequate time and resources to develop, implement and be accountable
for the program. This person might be the superintendent, a central office adminis-
trator, a principal, the adult education director, a counselor or a tiacher. She/he
should:

have a vision for the professional development program;
consider the professional development program to be an important part
of her/his role;
participate in professional development activities for her/himself and
in prorams affecting persons for whom she/he has responsibility; and
control the resources for professional developn:inkt.

For districts that har.t. the capacity to hire someone who will assume major
responsibility for professional development, the following sample job description
may be helpful.

14
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SAMPLE
JOB DESCRIPTION

Director of Professional Development

L Board Function

Under the supervision of the Superintendent of Schools, the Director of
Professional Development, employing current knowledge and techniques.
is responsible to see that professional growth experiences are developed
and provided for educational personnel. This will be accomplished by
assessing needs of all professional personnel and developing programs to
meet these needs. The Director will also be responsible for recruiting
staff, locating and utilizing space for the program, and administering and
evaluating the programs and facilities.

The Director should have a fundamental knowledge of various educational
practices, as well as a knowledge of and the ability to interpret local,
state, and federal regulations.

U. Duties and Responsibilities

A. Budget
1. Prepares a Professional Development Program budget. for the

approval of the Superintendent of Schools.
2. Administers the approved budget.

B. Communication
1. Develops a communieRtion system to inform staff of Professional

Development opportunities.
2. Interprets pertinent local and state regulations, as well as current

educational trends, to participating staff and administration.

C. Program
1. Assesses the needs of the participants based on the established

goals of the school system.
2. Develops programs to meet the assessed needs.
3. Develops evaluation systems for professional development

programs.

D.. Facilities and Equipment
1. Locates and contracts for facilities appropriate to the purposes of

the program and convenient for personnel involved.
2. Assures the proper utiliz.,tion cf facilities which have been acquired

for use by the program.
3. Takes responsibility for the selection, use and return of equipment

borrowed from participating schools.

sample conanues next page

15



Min
9

E. Personnel
1. Recruits and hires appropriate personnel, as authorized by the

Superintendent of Schools to meet the needs and programs.
2. Administers professional development programs

F. Professional Grovith
1. Maintains an awareness of current trends in education related to

professional development.
2. Develops and maintains contact with other professional develop-

ment programs to learn and use their practices.

G. Evaluation
1. Evaluates all programs and facilities involved in the professional

development program of the school system.
2. Assesses all participating personnel to determine whether the

professional development program is meeting their needs.

H. Related Responsibilities
1. Fulfills such other duties as assigned by the Superintendent of

Schools.

Indicator: Appropriate subject areas and grade levels in
the district are represented on an overall com-
mittee whose responsibility is to plan and help
implement the professional development pro-
gram.

The superintendent of schools has the ultimate responsibility for a district's
professional development program. However, whether it is the superintendent or
the superintendent's designee who provides the day-to-day leadership of the pro-
gram, that person should work with a professional development governing body.
Presently existing groups such as a curriculum committee or the superintendent's
advisory council can also serve as the professional development governing body.
Some districts, for various reasons, may want to form a separate professional
development committee. Regardless of the way in which this governing body is
constituted, it should have:

representation of those who will derive direct or indirect benefits from
the program (studies have shown that when professional staff are di-
rectly involved in professional development planning, they are more
likely to consider the program to be of value both to themselves and to
the instructional process); and
a clearly defmed role which may include the responsibility to make
recommendations on budget and pmgramming.

16
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Indicator The district has invited persons from the com-
munity and from outside the district to partici-
pate on the professional development committee
as appropriate (e.g., universities, teacher cen-
ters, regional educational service centers, con-
sultants, etc.).

Local staff should have the major responsibility for developing their own
professional development program. However, outside ideas and experience can
often serve to enliance And focus local planning efforts. Districts might well consider
inviting persons from the community and from outside the district to participate
where appropriate in professional development meetings.

Financial Resources

Indicator: The district has allocated a budget to support
the professional development program.

The professional development budget respresents a tangible commitment
to the program and should be developed to support that commitment. When de-
veloping the professional development budget around planned activities, consider:

sabbaticals and other contractual items that might relate to professional
development
resources required (human and material)
travel and per diem expenses
incentives
conference fees

0. local mini-grants

Indicator: The district has investigated outside supple-
ments to the local professional development
budget.

In the event additional state and federal grants for professional development
activities become available during the next few years, the disict should have in
place a procedure to take f.mely advantage ofsuch opportunites. The person respon-
sible for the district's program can, for example, develop a "wish list" of projects
beyond current budget limitations and begin to collect ideas and data to support
the need for such projects. He/she should also seek out potential supplementary
funding opportunities from local business, foundations and individual donors. The
creative and dedicated leader will identify and successfully tap these and other
outside funding sources.
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Time Resources

Indicator: The district has allocated time for individuals to:
develop a multi-year plan;
assess professional development needs;
plan activities;
lead and participate in the program;
evaluate the professional development
activities and program in order to make
modifwations, and
investigate collaboration with other districts.

It is recommended that time lines be developed and blocks of time set asideso that planned activities can be implemented in a systematic way. Released time
or "in-service days," before or after school, andvacation periods might be negotiated
in contacts. A district might develop a policy of arranging compensatory time orshort-term sablatical leaves for individuals.

Material Resources

Indicator The districr has prouided materials to support
the professional development program.

Planners should give careful consideration to what materials will be neededand when they will be needed in order to carry out professional developmentactivities. There should be an adequate budget for materials, enough should beproduced for everyone, and they should be ready for use on time.

Some materials will have to be purchased or developed. Others will alreadybe available in the district Potential sources of some m.qterials include:
Local universities and colleges
Other school districts
State Department of Education
Regional educational service centers
Teacher centers
Connecticut Eclucadon Association
Connecticut Federation of Teachers
Community organizations
Professional associations

Indicator: The district has provided a list of materials and
resources which are available to support indi.
vidual activities.

It is important to identify high quality resources which can be readilyavailable to the professional development program. One suggestion is to establisha resource committee to maintain a liming of available human and material L-e-sources. A bibliography of staff development literature can be prepared by the
pmfessional librarian. Copies of articles and books on professional topics can bekept in a professional library or in the staff development office. Brief resumes of

18
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consultants, workshop presenters and follow-up resources can be kept on file. The
State Department of Education keeps a file of human resources available within
the state.

One caution is in order here. Do not bring in a well known (and expensive)
speaker only because he or she has an established reputation. First identify the
need and then find the resource. Also remember, some of the most valuable and
helpful human resources are working in our own schools.

Management Plan/Checklist for Obtaining School District and
Personnel Commitment

Recommended
Task

Person(s)
or Groups
Responsible

Time Line

Desired OutcomeStart End

Assign ackninis-
trator to
Program

Individual named
and given respon-
sibility and
accountability for
the program

Select
representative
committees)

I Committee( s )
formed and
responsibilities
clarified

Invite outside
persons to
participate on
committees)

Outside persons
participate as
appropriate

Allocate time
for activities

I Appropriate sched-
ules and time lines
developed and
approved

Provide
appropriate
materials ;----

Quality materials
available in timely
manner

Other

Not later than April 1, 1986, in accordance with Public Act 84-314,
each Connecticut school district must submit to the State Depart-
mert of Education for approval a five-year plan to be implemented
not later than school year 1986-1987. In so doing, school districts
should consider the following questions thatrelate to Guideline II:
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Human Resources

Please provide the name of the administrator with resporthibility for the profes-
sional development program.

Name of Administrator

Title

Has your professional development plan been developed with the
advice and assistance of representatives from subject areas, grade
levels, supervisors, administrators and specialists to be served by
the plan?

Financial Resources

Have you allocated funds to implement the professional
development plan?

Time Resources

Have you set aside time for individuals to plan and take part in
professional development activities?

Yes No

!P.

20



Le III
kvelopment
kted purpose
r the annual
ives of the

talk about quality education in their statements of
se underlying the need for professional development is
ends on quality educators. Therefore, the overall purpose
sent program can be defined as providing opportunities
ators to continue to work toward or reach their potential

sional development program should also focus on the
jectives that a district periodically sets for itself. If, for
lecides to target its efforts for a given year on improving
I grade levels, the distaict's professional development
ild have as its purpose to support that goal. By planning
es and devoting the bulk of its resources toward one or
ich year, a professioral development program is more
I im2act on the quality of education than would otherwise

ind specific purposes of a professional development pro-
aed, they should be clearly written and disseminated
ie program's purpose can then be translatedby planners
activities that will relate to the goals and objectives of
a program purpose related to a district objective to raise
I EERA proficiency tests by 5 points overall might lead
ties as:

conference on creative problem solving
rse for elementary math teachers on developing learning
lessons plans
shops forjunior high teachers on how to infuse mathema-
ath subject areas
eacher developing a guide for parents on how to help
with math homework

*evelopment program should not only relate tc the goals
ict, but should also respond to the unique needs of each
idividual staff member.

21
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Figure 1
Professional Development Program Relationships

Goals and Objectives of District

District
Professional
Development
Program

School or
Department
Professional
Development
Fa=

Individual
Professional
Development
Activities

4

A school may identify a particular need that may not seem to relate directly
to district goals, yet should be addressed; a school climate issue, for instance. It
is perfectly legitimate to plan building-level professional development activities
around such a focus, assuming that the activities will have a positive impact on
improving the school climate. At the building level, the program's purpose should
be to help solve that school's particular challenges.

Individual teachers and adrninictrators often have unique professional de-
velopment needs which are not shared by others, even in a group setting. Few
district or building-level activities for example, can effectively address the specific
needs of both the kindergarten and physics teachers while at the same time help
the principal transfer management theory into practice. One purpose of a truly
comprehensive professional development program should be to allow opportunities
for individual educators to plan and carry out their own unique professional de-
velopment plan.

The following conditions reflect the intent of Guideline III.

Indicator:

Indicator:

Indicator:

Indicator:

The pwpose reflects the needs o: the district,
each school or department and individual staff
members.

The purpose is clearly stated in written form
and is disseminated throughout the district.

The purpose along with the school's needs has
formed the basis for each school's professional
development focus.

The purpose and the school's professional de-
velopment focus have provided a framework for
continuing education plans which have been
created by individual staff members to address
individual professional needs.

21)
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Management Plan/Checklist for Developing Program Purpose

Recommended
Task

Person(s)
or Groups
Responsible

Time Line

Desired Outcome
.

Start End

Write and Written purposedisseminate reflects needs ofstatement of district, schoolspurpose and individuals.
Community of
teachers, parents
and administrators
all support the
program and look
forward to
participating

-

Not later than April 1, 1986, in accordance with Public Act 84-314,
each Connecticut school district must submit to the State Depart-
ment of Education for approval a fivtl-year plan to be implemented
not later than school year 1986-1987. In so doing, school districts
should consider the following questions that relate to Guideline III:

Yes NoDo you have a written purpose for the professional development
program which is directly related to the school district's annual goals
and objectives?

Does your professional development program clearly address student
needs and school programs?
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Guideline W
Planning of the Professional

Development Program is ongoing.

One of the more significant benefits of the legislation which mandates professional
development planning may well turn out to be that it will motivate educators to
examine their own strengths and weaknesses and to take a hard look at ways to
improve their practices. The legislation insists on representative involvement in
planning the professional development program by stating that each board of
education shall develop its plan *with the advice and assistance of the teachers
employed by such boards.'

Indicator: A steering wmmittee with a majority of members
representing those to be served by the profes-
sional development program has developed a
long-range plan.

Many districts will find that a permanent districtwide steering committee
with ad hoc tank forces formed for specific activitiat is the most efficient way to
organize an ongoing effort. It cannot be emphasized too strongly that the steering
committee should include representatives of those who will benefit from the pro-
gram. A program generated from a plan which is excellently written, includes all
the appropriate elements but was created by an administrator or teacher in isola-
tion, will be doomed.

This does not mean that every staff member should serve on the steering
committee, but each staff member should be represented by at least one committee
member with whom she or he can identify classroom teacher, department
chair or member, building administrator, special education teacher, central office
staff, etc.). Each member's role is to insurethat the program is planned to effectively
carry out its stated purpose and that the program's activides will meet the needs
of the particular group sheor he represents Committee members share the respon-
sibility to keep their particular constituency informed of the developing program
and to seek out and reflect their input and coxicer s.

Some districts may choose an interlocking network of committees that morevisibly represent various leveia within the district and also involve more individualsin the organizational structure.

2 4
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Figure 2
Example of a 'Linking Pin" Committee Network

Disnict Steering Committee N

Special Subject
Committees

Building Level
Committees

Department and111
Grade-Level Committees

As can be seen in Figure 2, the key to this network of committees is the
"Linking Pins', or people who head one committee and also serve as a member of
another. This arrangement helps to assure coordination and two-way communica-
tion within and among the various levels in the district

The Planning Process

The size, detail and complexity of the plan depends on the size and resources of
the school district. Large, complex school districts will most likely develop larger,
more complex plans than their smaller counterparts. Whatever the degree of com-
plexity, however, it is recommended that each district's professional development
plan include as many of the elements indicated below as possible.

Indicator: The plan includes a needs assessment process
which is comprehensive, broad-based and ongo-
ing and which uses multiple sources for input.

One of the most crucial points in planning a professional development
program is the needs assessment process. It often means the difference between
a well received, effective program and one which is a waste of participants' time.
Because this process is so vital to effective planning, and because a number of
strategies and approaches should be considered, thereader is referred to Appendix
D, 'Determining Needs for Professional Development: Effective and Simple Ap-
proaches".
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Indicator The plan includes short- and long-range goals
and activities.

Some professional development activities will respond to short-teim needs
such as the development of a single-use set of materials. Other needs, such asrestxucturing an entire educational program, will require multiyear attention.
Still others call for goals that suggest several months of activity. Such variations
in time requirements must be considered in order to allocate restJurces efficiently.

Indicator The plan includes at least three levels of activity
(district, schoo and individual).

As discussed in the section on Guideline III, pages 14 to 16 , a comprehen-
sive plan will address the unique needs of schools or departments and individualsas well as the goals and objectives of the district.

Indicator: The plan includes multiple types of activities,
(local, state, regional and national).

Professional development is not a single event or activity, but rather aprocess which includes a wide range of activities. The selection of a particularactivity or series of activities from among the various possibilities is determined
in large part by considering, for example, who the audience is, what the audiencewants or needs, and why they want or need it. When such decisions are made andprofessional development activities are designed accordingly, chances for successare increased.

Inclusion of one or more of the following types of activities in professionaldevelopment programs has led to the improvement of professional skills andabilities:

Attendance at professional meetings
Clinical supervision/coaching
Curriculum development committees
Field experiences
Formal courses or seminars
Guided practice
Informal or formal on-the-job assistance or coaching
Informal or formal peer group meetings
Institutes
Microteaching
Minigrants to teachers to improve instruction
Panel presentations
Planning, researching or developing new instructional materials
Professional conferences
Research projects
Simulations, role playing or gaming

26
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Small group study or task
Specific focus committees, e.g. discipline, climate, goals committees
Visitations to other classrooms or other schools
Workshops
Writing projects, and other such activities

Regional educational service centers, professional associations, colleges and
universities, private businesses, state departments of education and other state
and federal agencies publish materials, sponsor conferences and provide a wide
variety of resources. Although the majority of planned professional development
activities should take place within district and subdistrict boundaries, planners
need to be aware of and plan to utilize any opportunities which are related to their
goals that may become available at the state, regional and national levels. Mem-
bership in organizations such as THE NATIONAL COUNCIL OF STATES ON
INSERVICE EDUCATION, Syracuse University, 364 Huntington Hall, 150 Mar-
shall Street, Syracuse, New York 13210, the NATIONALSTAFF DEVELOPMENT
COUNCIL, 206 Oakhill Drive, Oxford, Ohio 45056 and the CONNECTICUT OR-
GANIZATION FOR PROFESSIONAL DEVELOPMENT, do the State Department
of Education will keep professional development leaders in touch with a wide
range of activities and resources.

Indicator: The plan includes provisions for a beginning
teacher program.

Induction into the teaching profession is very likely the most difficult phase
of a teacher's career. All beginning teachers have some problems. Because teaching
is a profession with no formal apprenticeship, the first-year teacher is virtually
thrust into a situation with little or no experiential backup except that from his
or her own schooling.

First-year professionals develop behaviors in classroom organization and
management whith become predictors of their fiiture behaviors. The first year is
therefore crucial in molding appropriate behaviors and attitudes. Early success
breeds later success and a sense of failure inhibits growth. A professional develop-
ment program for beginning teachers can involve such options as using expert
teachers as mentors, providing special observation opportunities, and developing
professional portfolios. Activities can focus on many issues but should be based
on assessed needs.

Indicator The plan includes provisions for administrators
and special professional personnel (e.g., coun-
selors, social workers, nurses).

Because there are relatively few counselors, social workers, nurses and
other special professional personnel, there is a danger of omitting them from
professional development activities. These important members of the professional
staff should be included in the program's overall activities and given special train-
ing in their particular areas as needed.
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Many administrators and special professional personnel completed their
formal training several years ago when the demands of their jobs were much
different than they are today and will be five years from today. When planning
professional development programs, districts should assess and provide for the
unique needs of educators at all levels of experience and areas of responsibility.

Other indicators of effective ongoing professional development planning
include:

a process to award continuing education units, if needed
connections with the teacher evaluation process
purposes, activities, timelines, budget and an evaluation
process
consideration of collaboration with other districts
review and approval by local board of education
dissemination throughout the schools and community

Management Plan/Checklist for Planning an Ongoing Program

Recommended
Task

Person(s)
or Group
Responsible

Time Line

Start End Desired Outcome

Organize steering
committee(s)

I Representative
steering
committee
structure
in place

r
Develop
comprehensive
plan

The plan includes
provision for
. needs

assessment
multi-level
activities
multi-type
activities

-_ beginning
teachers
administrators
special
personnel
other

28



22
EIMIIMP119=INIMI=M11011%

Not later than April 1, 1986, in accordance with Public Act 84-314,
each Connecticut school district must submit to the State Depart-
ment of Education for approval a five-year plan to be implemented
not later than school year 1986-1987. In so doing, school districts
should consider the following questions that relate to Guideline IV:

Yes No
Was the five-year plan developed with the advice and assistance of
teachers employed by the local board, "includingrepresentatives of the
exclusive bargaining representative of the teachers chosen pursuant to
Section 10-153b, as amended by Section 2 of Public Act 83-72 and Public
Act 83-358?"

Does the plan include provision for "personnel management and
evaluation training or experience for administrators"?

Are the "needs of regular and special students" addressed by the plan?

Was the plan reviewed and approved by the local board of education?

(*Quoted n _an PA 84-314)

.1.1111.

Please indicate the major goals ofyour professional development program for the
following five years.

1986-1987

1987-1988

1988-1989

1989-1990

1990-1991

Please complete the -`sached activity chart for the 1986-1987 academic year.

29



SAMPLE

1986-1987 Activity Chart

Please attach or list below the group and individual activities planned for the 1986-87 academic year.

Need to be
Addressed Activity

Level:
(D istrict,
School
Building,
individual)

Participants
to be
Served
(Group)

Approximate
Date(s)

Desired
Outcome(s)

1. Unsatisfactory
math scores as
revealed by
EERA testing
in Frades 4, 7
and 9.

,

Conference
to raise
awarness of
problem

Curriculum review

instructional
workshops

Professional
reading and
computer practice

District

District

Buildings

Individual

AS elementary
teachers and
secondary math
teachers

Representative
elementary &
secondary
teachers

Secondary
teachers

Elementary &
secondary
teachers

Odober
1986

November
and December
1986

Niwemher
and December
1986

January
through
March 1987

Math scores on
1987-88 EERA
tests ra.!.aed
5 points °vend:

2. etc.

3. etc.

3 0
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Guideline V
Implementation of the Professional
Development Program follows
effective educational principles.

Among the synonyms dictionaries offer for the verb implement, the one that
seems most fitting here is fulfill A district carries out its professional development
program in order to filfifl the promise ". . . to maintain, enrich and/or improve the
skills, knowledge and abilities needed by educational personnel to meet their
professional responsibilities [and] to improve student learning" (from the introduc-
tion to Guidelines for Local School District Professional Development Programs,
approved by the Connecticut State Board of Education, May 2, 1984). Guideline
V, if followed, will significantly increase the probability that a professional develop-
ment program will successfully fulfill its vomise.

Characteristics of Effeclive Professional Development
Adapted from a list developed by
The National Stair Development Council
206 Oakhill Drive, O*rd, Ohio 45056

Research and experience have shown that effective professional development ac-
tivities have specific characteristics, some more important than others. The impor-
tance of each one depends on the nature of the activity arid the environment in
which it takes place. Listed below, not in priority order, are twenty (20) of these
characteristics. Planners are well advised to consider them carefully as theydevelop their programs.

Involvement in Planning Objectives. Professional development ac-
tivities are more effective when participants have taken part in planning the
objectives and the activities. Objectives planned by the participants are perceived
as clearer, more meaningful and more acceptable.

Active Involvement by Building Principals. Professional development
activides in which the building principals are active participants have proven to
be more efective than programs in which principals are absent Active involvement
means that the building principals are participants in all of the activities in which
their teachers are involved.

Time for Planning. Whether participation in professional development
activities is mandatory or voluntary, participants need time away from their reg-ular teaching or administrative responsibilites in order to plan their own objectives
and subsequent activities.

District Administrative Support. For professional development ac-
tivities to be effective, district level support should be visible.
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Expectations. Participants in professional development activities shouldknow, a) what will be expected of them during the activities, b) what they will beable to do when the experience is over, and c) how they will be evaluated.

Opportunity for Sharing. Professional development activities in which
participants share and provide assistance to one another are more likely to attaintheir objectives than activities in which participants work alone.

Continuity. Professional development activities that are thematic andlinked to a professional development plan or a general effort of a school are usually
more effective than a series Of one-shot approaches on a variety of topics.

Expressed Needs. Effectiveprofessional development activities are basedon a continuous assessment of participants' needsas needs change, the activitiesshould be adjusted accordingly.

Opportunity for Follow-up. Professional development actieities aremore successful if participants have opportunities to become involved in follow-upsessions.

Opportunity for Practice. Professional development activities that in-clude demonstrations, supervised tasks, and feedback are more likely to accomplishtheir objectives than those activities that expect parthcipants to store up ideas andskills for use at a future time.

AcetIve Involvement. Succeseful professionsl development activities arethose which provide participants with opportunities to become actively involved.When "hands-on* experienceswith materials, active participation in exercises thatwill later be used with students, and involvement in small group discussions areused, participants are more likely to apply learnings when they return to theirschool districts.

Opportunity for Choice. When a participant chooses to become involvedin an activity, there is a far greater likelihood that the experience will be meaning-ful. Also, a series of alternative activities should be offered within the long-rangeprofessional development program.

Building on Strengths. People like to be recognized as valued, competent,liked and needed. Professional development activities that view each participantas a resource are often more responsive to participants' needs.

Content. Successful professional development activities appear to be thosewhich are geared toward a relatively narrow grade-level range, a specific topicand a specific set of skills. Furthermore, when the participants leave theactivities,there should be a plan or a set of instructional materials ready for immediate use.

The Presenter, Profeesional development activities are more successfulwhen the presenter is able tn approach the subject from the participants' view.The presentees expertise and genuine enthusiasm for the subject are also impor-tant ingredients.

Individualization. Professional development activites that have Effer-ent educational experiences forparthdpants at different stages of development are
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more likely to achieve their objcztives than those in which all participants engage
in common activities.

Number of Participants. Some presentations are as effective with 100
participants as with ten. However, forprofessional development activities requiring
personal contact, informality and an exchange of ideas, sevn to ten participants
appear to be optimaL The exceptions and variations appear to be based on theskill ofthe presenter, the organizationof the activity and the nature of the topic.

The Learning Environment. Successful professional development ac-tivities, as a rule, take place within a low-threat, comfortable setting in whichthere is a degree of "pevchological safety.' Openness to learning appears to beenhanced when peers can share similar concerns, highs and lows, and problemsand solution&

The Physical Facility. Accessibility of supporting materials, appearanceof the facility, room temperature, lighting, auditory and visual quality within the
room, and many other physical factors have subtle but sometimes profound tifects
on the success of the professional development activity.

Time of Day and Season. Professional development activities w'aich takeplace at the end of a work day bnie less chance of being successful than thoseoffered when participants are fresh. Further, professional development activitiesare less likely to be successful when they are scheduled at times of the year rthen
sessonal activities, parent conferences, holiday celebrations, and other such ac-tivities wow.

The above characteristics together with the following indicators suggestsome miteria by winch to assess nimpliance with the intent of Guideline V.

Indicator The purpose for each activity has been identified
from the needs assessment process.

There should be a visible relationship between the needs assessment processand professional development activities. When people are asked to help identifyneeds, expectations are that activities will be developed to address those needs.When activities are planned by one group for another, or organized by adminis-
trators for teachers, or prepackaged by a college for consumption by a schoolwithout considering identified needs, the program is likely to be poorly received.
Educators will be ITI1CiOar about the purpose of the activity and not sure why orif they should participate.

Those planning professional development activities first should analyze theresults of needs assessments, establish long- and short-range priorities, set realisticand measurable objectives, and then select from a range of activities and formatsthe ones most likely to meet usessed needs. This should be an ongoing process.As staff members become more knowledgeable about the topics being addressedby the program, their priorities and needs will change. The program should beflexible enough to accommodate emerging needs, yet still be able to maintain itsoriginal purpose.
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Indicator: Each participant understands the purpose for
each activity.

Participants are most likely to understand and adopt the purpose of an
activity when they have had input into the nature and objectives of that activity.
The purpose should be clearly stated before the activity begins and referred to
regularly during the activity.

Indicator: The program provides for a planned syst Trt of
intrinsic and extrinsic incentives.

Consideration of incentives by those responsible for planning the profes-
sional development program is important. Educators, as all other groups. are
intrinsically and extrinsically motivated and ask the common question, "What's
in it for me?"

The most powerful incentives are those which provide a relationship to
professional needs, personal needs, career life cycle goals and financial needs.

Examples of Effective Incentives

Incentives are effective when the school boari, superintendent and teacher and
administrative organizations:

ensure that the professional deveLipment activities offered lead to pro-
fessional grovrth;

encourage faculty and administtators to join and. participate in activities
of professional associations;
provide contractual agreements which make professional development
a condition of continued. employment;
provide regular public recognition and praise for participation in profes-
sional development;
encourage teacher exchanges (inter- and intra-school, regional, state
and national):
recognize competence through asking informed teachers and adminis-
trators to act as resource persons;
provide professional library resources which are current and easily ac-
cessible;
provide a program of sabbatical leaves to study, and to exchange
ideologies and methods;
recognize and encourage service by faculty and administrators on na-
tional, regional or state professional committees;
provide released or compensatory time to attend conferences, workshops,
classroom visitations, and to serve on national, state and regional com-
mittees;
provide in-service or advanced study credits;
provide assistance for further study.

3 4
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Indicator: Each activity provides theory, demon.strations,
opportunities to practice on the job and oppor-
tunities to receive constructive criticism.

Indiattor: The application of learnings from each activity
is reinforced through supervision.

The pattern of all too many professional development activities is to impartknowledge, to whip up enthusiasm for tht; model being presented, and to sendfolks away hoping that they have understood and will sucrassfully apply whatwas presented during the activity. Activities following this pattern usually :urnout to be ineffective. Their objective is to change behavior, but people tend to resistchange and will usually stay vrith familiar ways when faced with choice. Helpingsomeone to change the ,-;ay he or she teaches or to tampPr with familiar curricudatakes time and requires careful, systematic num:zing.

Rezearch has shown that an effective professional development activity isone that guides participants through the acquisition of a solid knowledge base,shows how it is applied, provides opportunity to try it out, offers feedback, reinforcesdesired behavior, and supervises its application.

Management PlaniChecklist for Progrun Implementaion

Recommended
Task

Person(s)
or Group
Responsible

Time Line

Desired Outcomll
Activities
developed to
respond to needs

Start I End...---1
Analre needs
assesements

Schedule
activities

.
A balanced wale cy
of activities is
provided at a
variety oflevels
and during optimal
times

Develop
incentive system

---4

Incentive system
in place and
supported

Establish
standards
for activities

Activities lead to
desired change and
meet assessed
needs
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Not later than April 1, 1986, in accordance with Public Act 84-314. each Connec-
ticut school district must submit to the State Department of Education for approvai
a five-year plan to be implemented not later than school year 1986-1987. In so
doing, school districts should consider the following questions that rel ate to
Gruidelhie V:

Do you have an ongoing needs assessment process which guides the
rIrofessional development program?

Are efforts made to provide a balance of individual, building ard district
activities?

Are acti-vities planned to be held at times which optimize learning?

Are efforts made to ensure that learning is reinforced through
supervision?

Yes No
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Guideline VI
Evaluation of the Professional
Development Program is
ongoing and systematic.

The evaluation of professional dr-elopment activities is an important dimensionin the ongoing improvement of professional skills. Professional development shouldhe evaluated for five major reasons:

to discover whether the program did whst it said it would do;
to discover what did happen, what changes and unexpected outcomesoccurred;

to diagnose weaknesses in order to improve the program;
for decision makingto determine the next steps, and
to be accountable to those who fund and support the program.

Indicator Evaluation addresses the extent to which the
total program and individual activities:

are based on data collected from a needs
assessment process in which participants
have been involved;
satisfy the needs theyare designed to meet;
provide a variety of activities;
involve participants;
are supported by the personnel, budget and
other resources;

a encourage the growth of each participant,
and
relate to the instructional program; thus, to
the achievement, growth and development
of students.

Indicator Resist of the evaluation process have been used
to improve and to develop future plans, and have
been disseminated throughout the community.

Since evaluation is suchan important part of the professional developmentprogram but too complex to be adequately discussed in this guide, the reader isurged to refer to Appendix E, "Evaluation of Professional Development ProgramsIn Local School Districts.' Itincludes a discussion about the reasons for conductingevaluation activities and provides evaluation techniques and examples. It alsodiscusses the strengths and weaknesses of both quantitative and qualitative evalu-ation and suggests that evaluation should depend on data of both types.



31

Management Plan/Checklist for Program Evaluation

Recommended
Task

Person(s)
or Group
Responsible

rune Line
Desired OutcomeStart ! End

Plan and support
evaluation
activities

Evaluetion is
systematic and
ongoing

Use evaluation
to modify
Prtgram

Program is
improved as a
result of the
evaluation data

Not later than April 1, 1986, in accordance with Public Act 84-314,
each Connecticut school district must submit to the State Depart-
ment of Education for approval a five-year plan to be implemented
not later than school year 1986-1987. In so doing, school districts
should consider the following questions that relate to Guideline VI:

Do you have a systematic strategy for evaluatingyour
professional development program?

Will the evaluation results be used to modify your professional
development program?

Yes No

38



Appendix A
Legislation

PUEL/C ACT NO. 44-11n

AN ACT CONCERNING PROFESSIONAL CEVELOPRENT
EDUCATORS.

Be it enacted by the Senate amd Rouse of
Representatives in General Asseably convened:

Section 1. Section 10-220a of the general
statutes Ls repealed and the following in
substituted in lieu thereof:

lal Each local or regional beard of education
shall provide an in-service training prograa for
its teachers, administrators and guidance
Perzonnel who hold the provisional or standard
certificate. Such progras shall he approved by the
state Ward of education, and shall provide such
teachers, administrators and guidance personnel
with information as to the nature and the
relationship of drugs, as defined in subdivision
(17) of section 21a-240, and alcohol to health and
Personality developsent, and procedures for
discouraging their abuse.

/111 NOT LATER THAN APRIL 1, 1986, EACH LOCAL
OR REGIONAL BOARD OF EDUCATION SHILL DEVELOP, WITH
THE ;m=2 AND ASSISTANCE OP THE TEACHERS EMPLOYED
BY SUCH BOARDS, INCLUDING REPRESENTATIVES OF THE
!racism BARGAINING REPRESENTIVI OP sncH TTACHERS
CHOSEN PURSUANT TO SECTION 10-153b, AS AMENDEC HY
SECTION 2 OP PUBLIC ACT 83-72 AND PUBLIC ACT 83-
359, AND SUCH OTHER RESOURCES AS TR/ BCAFD OEMS
APPROPRIATE, AND SUBHIT /0 THE STATE Boum CP
EDUCATION ?OR APPROVAL A PIVI-IIIR PLAN, TC sr
IMPLEMENTED NOT LATER THAN SCHOOL TEAR 1986-1987.
TEE PLAN SHALL PROVIDE POR TB! CHGOING AND
SYSTEMATIC PEOPESSIONAL DEVELOPMENT nr InE
PROFESSIONAL STA?? MEMBERS OF EACH SUCH BOARD,
INCLUDING PERSONNEL MANAGEMENT AND EVALUATION
TRAINING OR EIPERIENCE 108 ADRINISTRATORS, ANC
SHILL BE RELATED TO REGULAR ANC SPECIAL STUDENT
NEEDS. THE STATE BOARD OE EDUCATION SRALL DEVELOP
GUIDELINES TO ASSIST LOCAL ANB REGIONAL BOARDS ON
EDUCATION IN DETERBINING TOE OBJECTIVES CP THE
PLANS AND IN COORDINATING STAPP DEVEL0P/1En
ACTIVITIES WITH STUDENT NEEDS AND SCHCOL PROGRAMS.
EACH LOCAL IND REGIONAL BOARD OF EDUCATION sHALL
REVIEW AND REVISE ITS PLAN AT LEAST ONCE EVERY
FIVE YEARS AND MUT SUCH REVISED PLAR TC THE
STILT! BOARD or EDUCATION roe APPROVAL AT SUCH TIRE
AND IN SUCH MANNER AS THE STATE BOARD OP EDUCATION
SHILL PIESCRIDE.

121 TOE STATE DEPARTMENT 0? !DUCAT/CH IS
AUTHORIZED TO PROVIDE INSTITUTES ANNUALLE TOR



Substitute House Bill Nc. 5223

CONNECTICUT EDUCATORS. SUCH INSTITUTES SHALLSERVE AS MODEL PROGRAMS CI PFOFESSIONAL
DEVELOPMENT AVD SHALL BE TAOGET BY EXEMPLARY
CONNECTICUT TEACHERS AND ADMINISTRATORS AND BYOTHER QuiLIFItt INDIVIDUALS AS SRLECTIPD EY THE
STATE DEPARTMENT OP EDUCATION.

Sec. 2. This act shall take effect July 1,1984.

o
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Appendix B

Checklist for Developing the Format
of the Five-Year Plan

1. Does the plan cover five years -- Fall 1986 through June 30, 1991?Does it include a specific plan for the operational year and a moregeneral plan for the subsequent years?

2. Does the plan have clearly written goals and problem statements thatare addressed by specific objectives?

3. Does the plan include appropriate evaluation strategies forassessing the achievement of each objective?

4. Are appropriate activities identified for each objective?

5. Are individuals identified as responsible for each activity?
6. Does the plan have a time frame, schedule of events and targtt datesfor key activities?

7. Is there specific evidence of accomplishment for each activity?
8. Does the plan include a detailed operational year budget indicatingcosts by activity? Is there a five-year projection of totalresource needs and anticipated resources sources?

9. Is the plan coordinated with other ongoing operations andimprovement strategies underway in the district?

10. Does the plan describe how district needs were identified and placedin priority order?

11. Has the plan been approved by the local board of education?

12. Does the plan demonstrate a relationship to the goal of improvingstudent achievement and enhancing opportunities?
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Appendix C

Guidelines for Local Districts

Connecticut State Board of Education
Hartford

RESOLVED, that the State Board of Education commends the work of the
Professional Development Council, approves the "Guidelines for Professional
Development in Local School Districts" and empowers the Commissioner to take
the necessary action.

Approved May 2, 1984
(Date)



Connecticut State Board of Education
Hartford

To: State Board of Education

From: Gerald N. Tirozzi, Commissione, of Education

Subject: Guidelines for Local School District Professional Devlopment Programs

The attached "Guidelines for Local School District Professional Development
Programs" have been developed by the Local Planning Committee of the Connecticut
State Professional Development Council. The full Council has endorsed the
guidelines. They are being brought to the State Board for discussion at this timeand will be on the agenda for action at the 2 May State Board of Education meeting.

The Council was formed in December 1979 when the State Board of Education and the
Commissioner became concerned about the need 1) to maintain high standards for
teacher preparation, 2) to =1/4e the certification process more responsive to
current realities, and 3) to ensure the continuing education of Connecticut'steachers and administrators. The Council was charged with recommending policies
and practices which would address these issues. Members of the Council were chosen
to represent the major educat:ional organizations in the state and other
organizations and individuals concerned with the professional competence of
educators.

In March 1981, the Council submitted a report to the State Board of Education
entitled "Twenty Five Recommendations for Ensuring Professional Competence." The
report was adopted by the Board on 7 April 1981. Subsequently, the Commissioner
appointed three new committees to work on the recommendations and charged the
Council with developing guidelines for professional development in local school
districts.

In developing the guidelines, the Council took into account the fact that
Connecticut's school districts have different resources, levels of commitment, and
approaches to professional development. As a consequence, some school districts
have to exert greater efforts than others to provide effective programs for theirteachers and administrators. To aid local boards of education with this process,six guidelines were developed which establish a framework for effective
professional development. They are:

Guideline I. A strong and visible commitment from the local board of
education is evident.

Guideline II. A strong and visible commitment from the school district
and its personnel is evident.
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APPENDIX C (continued)

Guideline III. The professional development program has a stated pur;dse
which is related to the annual goals and objectives of the school
district.

Guideline IV. Planning of the professional development program is
ongoing.

Guideline V. Implementation of the professional development program
follows effective educational principles.

Guideline VI. Evaluation of the professional development program is
ongoing and systematic.

The guidelines incorporate ideas from oter states, research on teaching and
learning, and concepts from business and industry.

The Council presented a draft of the guidelines for comment at a statewide
convocation on 12 January 1984 in Meriden. Ninety-six teachers, administrators,
parents and business representatives attended and the guidelines now reflect the
contributions of that diverse group as well as those of Council members.

If adopted, the guidelines will provide a framework for the professional
development plans proposed in Connecticut's Challenge which will be required of alllocal school districts. The plans will be submitted to the State Department of
Education by June, 1985, and approved and monitored by the Department.

I believe these guidelines can form a foundation for improving teacher competency
which will, in turn, lead to improved student learning.

2 May 1984
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APPENDIX C (continued)

Introduction

A professional development program is a planned, ongoing, ana
systematic series of activities designed to maintain, enrich and/or improve
the skills, knowledge and abilities needed by educational personnel to mrct
their professional responsibilities. lhe ultimate goal of a professional
development program is to improve student learning.

The search by teachers and administrators to broaden and deepen their
knowledge, their understanding of the teaching-learning process, their under_
standing of students, and their perception of themselves and their colleagues
as worthy professionals is a joint responsibility of individual educators andthe school district. Vital to suc7ess is a school district's willingness to
insure continued professional development of its teachers and administrators
and to encourage them to keep abreast of recent thinking in their fields.

It is generally agreed that the most worthwhile professional
development activities have some or all of the following elements. They:

o are ongoing programs;

o require the active participation of the participants in the
planning, implementation and evaluation of the activity;

o aeal with concrete, day-to-day problems of educators;

o involve theory, demonstrations, supervised practice, feedback,
follow-up observation and support on the job, where appropriate; and

o provide for sharing and mutual support among educators, students and
Parents,
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APPENDIX C (continued)

. Written School Board Policy Su ortive of Professional Developmentt

II. Commitment of School District and Personnel

III. Purpose of Professional Development Program

v luation

I
1.\\

IV. Planning

Efrective Professional
Development Program

m lementation I

!Improved Skills and Abilities of Educators!

'IMPROVED LEARNING FOR STUDENT Sj

FIGURE k

IMPROVED LEARNING FOR STUDENTS THROUGH EFFECTIVE PROFESSIONAL DEVELOPMENT
PROGRAMS IN LOCAL SCHOOL DISTRICTS
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APPENDIX C (continued)

The following guidelines are proposed to assist each school district to
initiate or adapt a professional development program for its educational personnel.
Six guidelines, illustrated in Figure 1, are identified and, within the document,
suggestions are made for implementing them. These guidelines should prove useful toall school systems, including local and regional boards of education, unified school
districts and the state's system of vocational-technical schools.

GUIDELINE I. A strong and visible commitment from the loca7 board of education isevident.

INDICATORS

The local ooard of education has adopted a
statement of policy.

clear, concise, written

The policy is updated and revised periodically.

The local teacher and administrator organizations have helped to develop
and have endorsed the policy.

Parents have supported the policy.

The board of education has committed funds to support the professional
development plan.

GUIDELINE II. A strong and visible commitment from the school district and itspersonnel is evident.

INDICATORS
Human Resources

The school district has assigned responsibility and accountability for the
professional development program to an appropriate administrator.

- Appropriate subject areas and grade levels in the district are represented
on an overall committee whose responsibility is to plan and to help
implement the professional development program (e.g. curriculum committee,
professional development steering committee, etc.).

The district has invited persons from the community and from outside the
district to participate on the professional development committee as
appropriate (e.g. universities, teacher centers, RESCs).
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APPENDIX C (continued)

Financial Resources

The district has allocated a budget to support the professicnal
development program.

The district has investigated outside supplements to the local
professional development budget (e.q. grants).

Time Resources
- The district has allocated time for individuals to:

o develop a multi-year plan;

o assess professional development needs;

o plan activities;

o lead and participate in the program;

o evaluate the professional development activities and program in
order to make modifications; and

o investigate collaboration with other districts.

Material Resources

The district has provided materials to support the professional
development program.

The district has provided a list of materials and resources which
am available to support individual activities.

GUIDELINE III. The rofessional develo ment P.D. ro ram has a stated
purpose which is related to the annual goals and objectives of the schooldistrict.

INDICATORS
- The purpose should reflect the needs of the district, unique needs

of each school or department and needs of individual staff members.

'Goals and Ob ectives of District]

District P.D. School P.0 ndividual P.D.Purpose Focu Plan

The purpose is clearly stated in written form and is disseminatedthroughout the district.

The purpose along with the school's needs has formed the basis for
each school's professional development program focus.



APPENDIX C (continued)

The purpose and the school's professionai development focus have
provided a framework for continuing education plans which have been
created by individual staff members to address individual
professional needs.

GUIDELINE IV. Planning of the professional development program is orgolm,

INDICATORS
- A steering committee with a majority of members representing those

to be served by the professional development program has developed a
long-range plan.

The size, detail and complexity of the plan depends on the size and
means of the school district; i.e., small school districts do not
have the same kind of plans which are needed by large, complex
school districts;

The plan includes:
o a needs assessment process which is comprehensive, broad-tdsed

and ongoing and which uses multiple sources for input;

o short and long range goals and activities;

o at least three levels of activity (district, school and
individual);

o multiple types of activities (local, state, regional and
national);

o provisions for a beginning teacher program;

o provisions for administrators and special professional personel
(e.g., counselors, social workers, nurses);

o a process to award cofitinuing education units, if needed;

o linkages to the teacher evaluation process;

o purposes, activities, timeline, budget and an evaluation process;

o consideration of collaboration with other districts;

o review and approval by the local board of education;

o dissemination throughout the schools and community.

GUIDELINE V. Implementation of the professional development program follows
effpctive educational principles.

INDICATORS
- The purpose for each activity has been identified from the needs

assessment process.
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APPENDIX C (continued)

- Each participant understands the purpose for each activity.

- The application of learnings from each activity is reinforced
through supervision.

- The program provides for a planned system of intrinsic and extrinsic
incentives.

- Each activity provides theory, demonstrations, opportunities to
practice on the j-b, and opportunities to receive constructive
criticism.

GUIDELINE VI. Evaluation of the professional development program is onooino
and systematic.

INDICATORS
- Evaluation addresses the extent to which the total program and

individual activities:

o are based on data collected from a needs assessment process in
which participants have been involved;

o satisfy the needs they are designed to meet;

o provide a variety of activities;

o involve participants;

o are supported by the personnel, budget and other resources;

o encourage.the growth of each participant;

o benefit participants; and

o relate to the instructional program and, thus, the achievement,
growth and development of students.

- Results of the evaluation process have been used to improve and to
develop future plans, and have been disseminated throughout the
community.
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PREFACE

This working paper is designed to suggest strategies fcr determining
needs* for professional development activities. An underlying
assumption of this paper is that no single nees assessment aporoach.
strate or format is sufficent for lannin and implementing a

ment effort. it is strongly suggested that several
strategies or approaches be used.
rofessional develo

Further, it is important that the distinction between needs
assessment and performance evaluation be made clear. Needs assessment
compares the individual or group to an internal standard or standards --
the intent is improved performance of the job. Whereas, performance
evaluation attempts to compare an individual or group to some external
standard or standards and the intent is usually directed at
considerattons for job promotion, compensation or retention,"

Also known as "noeds assessment" or assessing needs." The
information containsd in this working paper is based largely on
"Determining Training Needs: Four Simple and Effective Approaches"
by Donald L. Kirkpatrick in the February 1977 issue of Training.and
Development Journall.

Irk

For further discussion of these important issues, see Gary Leske and
Steve Frederickson in Needs Assessment for Vocational Education
Administrators, Minneapolis: University of Minnesota, June 1981, pp.
4 and 5.
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INTRODUCTION

Needs assessment is a prucess which keeps a professional development
program from running down a blind educational alley -- from using time,
dollars, and people in programs which do not satisfy student, staff or
school district needs.

There are five types of needs which should be included in a needs
assessment process. The five types are:

1. normative need
e.g. test results indicate math scores below grade level

2. expressed need or demand
e.g. teacher requests for assistance in mainstreaming

3. anticipated Leed

e.g. curriculum committee plans to introduce new science program

4. comparative need

e.g. special education classes exist in one school but not in
another

5. felt or perceived need
e.g. what people want

While information on felt or perceived needs is valuable, a needs
assessment, to be valid should not rely solely on what people want.

A critical point is the importance of using a variety of data
sources and a variety of formats. Too often, planning is based solely
on teacher perceptions of needs. Frequently, teacher perceptions are
collected on a paper and pencil instrument. Relying on one data sourceand one format can lead to the development of programs based on
misleading information.

In this working paper, we have considered 'need* to he a combinationof levelfr. and discrepancy on some dimension(s).

Good needs assessment practices can be summarized as follows:

o Assessment should be an ongoing process. As staff members
become more knowlodgeable about the topics, then awareness oftheir needs change. The more successful professional
development programs continually assess participants' needs.

o Continual assessment of needs requires flexibility in program
design. If emerging needs are identified during the
implementation of the professional development program, the
program should be able to adapt to meet these needs.
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o There must be a visible relationship between the needsassessment and the professional development program. Conducting
a needs assessment leads people to expect that the professional
development activity will be developed to meet those needs.

o Participants' own perceptions about their needs must be viewedas important. Participants should be involved in planning the
needs assessment, ranking needs, and making program decisions.

o Needs assessment information should be gathered from more than
one source, using different data collecting techniques. This
approach results in a more comprehensive identification of needsthan can be accomplished using a single source approach.

Effective assessment includes both the expressed needs ofparticipants and the documented needs of their students. Professionaldevelopment needs might be assessed through questionnaires, interviews,outcomes of staff evaluation, professional judgment based on observationand planning, and existing school district committees.

Student needs might be documented through analyses of test data,attendance statistics, course evaluations, or interview results.

Concerns expressed about programs by the board of education, parentsor community members also provide clues about perceived student needs.The rest of this paper will be devoted to a discussion of using various
sources to determina needs.
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I. STUDENT NEEDS

A. Achievement Data

Primarily in the form of grades and test scores, student achievement
is a strong reflection of the quality of teaching the student hasreceived. From a careful analysis of student achievement, thoseareas showing a weakness can be addressed through professionaldevelopment programs. Likewise, the areas of strength can beembellished or recognized.

If, for example, there are inconsistences in a student's gradesas compared to his/her past performance and other academic and/orvocational potentials, then other factors such as classroomarrangement, teacher expectations or outside influences could beimpinging on the learning process. Information and achievement dataof this kind, along with data collected by other means can be usefulin designing effective professional development programs.

B. Formal Testing

In this age of accountability, competency testing is on the rise.In Connecticut, the 9th grade proficiency test, the 3rd, 5th and 7thgrade standardized achievement tests, as well as the criterionreferenced tests lend themselves to analysis by a concerned public.The scores frem these tests are especially relevant since theConnecticut Educational Evaluation and Remediation Act (P.A. 78-194,5.19.) requires a remedial response to any student scoring below theestablished norms.

Professional development programs on how to remediate, group,stimulate and manage those doing poor'y on the tests re oftennecessary.

C. Course Evaluation

The success of any course of study depends to a large extent on theinstructor's knowledge of and& ability to transmit the subject.Therefore, evaluating courses in terms of content, structure andteaching methods in order to identify area strengths and weaknessesis a basic activity in any professional development program.

D. Existing Student Data

Student data such as the percentage of students complettng highschool and/or the number of students being promoted from one gradeto the next can be used to determine professional development needs.
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E. Interview Results

A valuable way of determining professional development needs is tointerview recipients of the educational process -- the students.
This can be done either individually or by group. Since many
students are obviously very opinionated concerning the merits ofprograms and teachers, and, if their immaturity can be properly
figured in the equation, their views can be very beneficial to those
planning professional development programs.

F. Parent and Community Perception of Student Needs

All school systems should be encouraged to implementparent/community advisory groups in schools, as they bring a
concerned audience to the teaching learning process. Parents, atleast througt: schoolboard representation, should become participantsin any curriculum affecting their children. They know what they
want from an education.

Although parent/community involvement in educational issues maybe a sensitive area, especially when "single issue" organizationsare attempting to inordinately influence school curricula, thebenefits of strong involvement will more than offset the negativeaspects of extremist groups.

6. Professional Judgment of Student Needs

Professional educators interested in improving the dEliver7 ofeducational services to students are in critical positions todetermine the quality and quantity of those services. The
educational specialists such as the school psychologists and speech
therapists can be of great assistance to the general educators in
developing programs for assisting special need students.

ss
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II. STAFF SURVEY

A. Paper and Pencil Techniques

1. Questionnaire

The questionnaire is a well accepted method in determiningneeds. The questions are (or should be) brief, specific, andphrased to solicit short answers which can be used to determinetraining needs, the scope of the training, and the course content
Before using a questionnaire, the needs assessor shouldrecognize that while relatively large numbers of people can be polled,there are some disadvantages which must be kept in mind. For example:

a. returns cannot be guaranteed:
b. questionnaires may be costly in time and money to compose,

send out, collect, tabulate, and analyze;
c. written respaises may be misinterpreted in the data analysis,

or semantic problems may go undetected and not elicit validresponses; and
d. many people tend to react negatively to requests to fill outformal survey instruments and will not reveal their "real"

needs -- they do not respond conscientiously.

The needs assessor wno decides to use a questionnaire
should explore some of the techniques that may enhance the
credibility of questionnaires.

Developing a questionnaire which will provide valid andreliable data requires more knowledge than can be conveyed in
this document. There are many sources that will assist inquestionnaire design. For example, Covert's (1977) paper,Guidelines and Criteria for Constructing Questionnaires, is
particularly helpful. (A copy of the author's important pointsfor constructing a questionnaire are included -- See Attachment
01)

2. Checklist

A checklist contains a detailed list of needs or itemsindirectly related to needs. Respondents are asked to check theitems about which they feel they would like to have more skillor knowledge. For example, a job, process, program, activity,or area of responsibility may be broken down into a list ofdetailed parts and arranged in logical sequence on thechecklist. Tabulating group responses to such a, checklist may
reveal educational needs.
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Checklists can also be used on an individualized basis forassisting in the design of an individual's professionaldevelopment program. A checklist should never be used to reveal
individual or program strengths -- items not checked onchecklists should be interpreted, if at all, as areas whichrespondents perceive as "no-need" items, not as 'strengths°items. (Attachment 02) for a sample of a needs assessmentchecklist.)

B. Interviews

Interviews are structured and/or unstructured conversations designedto obtain information about educational needs. Interviewingrequires a skill in data collecting in order to maintain uniformityof behavior from one interview to another, as well as uniformitywithin the data being collected.

The length of time required for an interview will often reducethe number of people who can be polled. Interviews may be veryuseful in gathering information that will be perceived as morecredible than that gathered through a written questionnaire, forpeople are often more comfortable talking than writing; plus,interview responses can be checked for clarity. Interviewing,especially the unstructured or mixed interview, provides an elementof face-to-face contact and indepth probing that is not possible insome of the less personal forms of data collection. Interviewmethods are described as follows:

1. Structured Interview

The structured interview is rigid in its design and
implementation. It is used to obtain specific information anddeals with a predefined area of interest. Questions have been
predetermined and systematically organized; the analysis of thedata has been designed prior to initiating the study. Of theseveral forms of structured interviews, the most common uses aninterview schedule which is a printed questionnaire. Thisschedule is used by the interviewer during the entire course of
each interview, and in every case, both the wording and thesequence of the questions are identical.

2. Unstructured Interview

The unstructured interview is designed to obtaininformation in a flexible and subjective manner. Theinterviewer may or may not have a predetermined set of questionsto ask -- he or she can use personal judgment to order, or
sequence questions during the actual interview session. Theordering of the questions asked often depends on therespondent's answers. No attempt is made to secure identicalinformation from every individual. The unstructured interviewis most often used during the early phases of planning a needs
assessment study when the purpose is to gain insight into
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general concerns. This preliminary phase will identify
specific information to be used later in a questionnaire or
structured interview.

3. Nixed Interview

The mixed interview uses the best elements of both the
structured and the unstructured interviews.

C. Group Process Techniques

There are several group process techniques which can be used in
identifying professional development needs. They all allowparticipants to talk to each other when identifying needs, toclarify the needs identified, and to get immAiate feedback.

1. Brainstorming

Brainstorming is a process which generates an unrestrained
offering of ideas or suggestions about educational needs by all
members of a group. The group is convened, a problem question
is posed, and the brainstorming begins. If the question is not
posed in advance, give the participants a few minutes to think
about it before beginning the session. Individuals in the group
are then-asked to call out any ideas they have for answering thequestion. These are recorded as quickly as they are stated.Rules for brainstorming Include the following:

o. No criticism is allowed.
o. Unrestricted thinking is encouraged.
o. As many it as as possible are sought.

After a predetermined time, the list of ideas is examinedto determine how many of the items are professional developmentneeds. Brainstorming should generate a wide range of ideas inthis freeflowing atmosphere.

2. Buzzing

Buzzing is also a group technique used for identifying
professional development needs. It consists of dividing the
audience into groups of four or five persons each. Each groupchooses a chairperson and a recorder. On signal, each groupbegins to discuss the question at Wld. The chairperson keeps
things moving, while the recorder writes down all the ideasthrown out. At the end of a predetermined period, the groupsreassemble and the chairperson of each group reports what the
group has produced, using the recorder's list. Each item iswritten on a chalkboard or flip chart. Duplicated items are
indicated by adding a mark after the original statement. Whenall groups have reported, final ideas are added from the floor.
Later the list is classified for further use
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Buzzing is a useful technique to encourage inOlvidual
participation in the group process and to prevent a vocal
Ainority from controlling a meeting. It requires that the group
leader be efficient and diplomatic in organizing and guiding alarge group.

3. Nomdnal Group Technique

The nominal group technique is a group process modeldeveloped for problem identification and planning to identify,
rank and order needs statements. The procedure consists of the
following steps:

a. Pose the question about professional development needs.

b. Working alone, each group member writes responses to the
question.

c. The needs generated individually are then written on a chart
or board, asking each participant to respond in turn. The
round-robin listing continues until there are no further
ideas.

d. Each of the needs statements on the list Is discussed and
clarified.

e. Group members independently select and rank a specific number
of priority items by writing each on a 3 x 5 card. Results
are tallied for the group.

f. The group discusses and clarifies the ranking obtained in the
preliminary vote.

g. A final vote is taken and results aggregated to develop a
list of priorities for professional development needs.

The nominal group technique provides adequate time for
thinking, exploring, and/or clarifying ideas. It also provides
a method for combining ideas in a balanced manner and developing
a list of priorities for prOessional development needs that
reflect the group's judgements.

4. Participant Evaluation of Professional Development Progranm

Slip writing is a technique that is useful at the conclusion of aprofessional development session. Each participate is given a number of3 x 5 cards 4nd asked to respond to a question, such as I need the
following additional skill or knowledge about this subject, or 'I would
like the following related experience,' and other such examples. At asignal, each person starts writing out responses, one response to aslip. A time limit is set, usually 5 minutes, and the slips arecollected. The leader later classifies the slips and analyzes the needsfor further training. This technique can also be used as a check on the
validity of the instruction already given. eased on adult learning
thsory, feedback from previous sessions is an ideal needs assessmenttechnique.
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5. Workshops

The workshop is a technique which brings a group togetherto develop further skills through actual practice in a teaching
functica, such as lesson planning or developing individual
education programs. As the group pursues its workshop goal,
there may emerge evidence of individual and group needs for
further training. These may be noted through observation by the
leader, or the workshop evaluation may provide an opportunity
-for the participants to identify needs for further training.
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III. OBSERVATION

Observation is a process of purposive and selective watching, counting,listening to, or even smelling of objects or phenomena as they takeplace. Observation is often used when documents are not availableand/or when questioning the subject will not provide the reseacher withthe type of information needed. For instance, a school supervisor mayobserve a regular education teacher to determine if the teacher is ableto deal effectively with the handicapped students in the classroom.
More valid data may be acquired through observation than if the persons
being obierved are asked to report their needs.

Observation requires trained observers, since accuracy is difficultto maintain. It is also time consuming, and only relatively smallpopulations can be observed. Kuh (1980) outlined the major steps in anobservation process.

1. Determine format for observation
2. Identify site or observational situation
3. Gain permission to observe
4. Record observations using one or more of the following:

a. Recording on predetermined schedule or checklist
b. Note taking in narrative form
c. Tape recording observations as they occur

Administrators, through the use of such planned observationprocesses, can play a vital role in highlighting needs for professionaldevelopment within their schools. In order to strengthen theirapproaches to observation and allay some of the crtticisms to which suchfindings might be subjected, it is suggested that systematic method ofobservation be undertaken. One such approach might start by using the
seven (7) characteristics of effective schools:

1. Strong administrative leadership
2. High expectations
3. Clear school mission with an emphasis upon basic skills
4. Time on task and opportunities to learn
6. Frequent pupil progress monitoring
6. Parental and community involvement
7. Safe i. orderly environment

As you examdne this list, it becomes apparent that observable orvisual proof of the existence of some of its principles is notimmediately recognizable. However, in such cases, the absence of oneprinciple might be indicated by an excess or lack of activities in oneof the principles that can be observed. For example, although it wouldbe somewhat self-serving for an administrator to evaluate item #1, And
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even if one could "see" it, the lack of "strong admintstrativeleadership" may be indicated when there is a lack of a "safe and orderly
environment" as indicated by bedlam throughout the halls andclassrooms. Similary, "high (teacher) expectations" might not easily beobserved, but one may want to take a closer look at this area if there
appears to be a lack of consistency in teacher behavior throughout thebuilding.

By using a systematic approach in observations, schooladministrators and others -should be able to make defensible decisionsabout professional development needs and become much clearer about the
directions these determinations should take. Such approaches might beused for determining tratning needs for personnel, as well as
determining resource needs for materials and facilities.

IV. Advisory committees

Another practical approach is to collect and organize information fromexistlng advisory committees. Often school districts have a
:upeeintendent's advisory committee, curriculum committees, educationwork councils, Title IX advisory councils, and other:;. Each committeecan h, a source for identifying needs in their particular area. Anta tapping existing advisory committees is that they have

-11ected and analyzed data relating to their cocern.
disadvantage of soma committees is that they are narrowly

f, 4 '4 got have a broad enough educational perspective.

V. Performance appraisal

The ma'n purpose of most performance appraisal programs is to accuratelyzppraise the performance of an individual and to help that per !imorove thOse areas where need is indicated. Implicit in this appro-achis the determination of needs for each individual.

SChools using objectives-based (job target) approaches to staffevaluation can prgduce professional development programs that supportreaching the objectives on which teachers and administrators are to beevaluated. Coordinating professional growth with professional appraisalmakes sense--legally and pedagogically.

Professional development programs can be offered based on ananalysis of mutually agreed upon objectives. A district might collate
the objectives of all staff in order to identify commonalities. Oncethe common objectives have been identified, professional developmentactivities can be designed to address these needs. (For a detaileddiscussion of how one can use performance appraisal to coroborateprofessional growth, see Teacher Evaluation: A Guidebook forConnecticut School Districts, 1979).



VI. STATE AND FEDERAL GOALS

No needs assessment would be complete without taking into accountthe goals for students which are set by society at large. Such goalsare usually developed by federal, state and local governments.

It should be mentioned, however, that within the recent past theroles of federal and state governments have been subjected to heateddebate. Washington is insisting that less government is bettergovernment. Consequently, the priorities which have been established byearlier federal and state governments and the progrars that were fundedto implement those priorities may be much less emohasized now than theyhave been during the last decade.

Nevertheless, to acquire the most complete picture of needs whichshould be addressed in a professional development program, thoseidentifitd by the larger society should be included. Assuming for themoment that budget helps to determine policy, during the las': ten yearsthe fallowing areas of federal priorities have been established throughgrants for the professional development Of teachers:

o science education
o special education
o gifted and talented
o bilingual education
o sex and race equity
o metrics education
a consumer education
a law related education
o career education
o vocational education
a adult education
a basic skills

It can be assumed from this list that equity for under-representedgroups and attention to a few basic subject matter areas are nationalpriorities.

The Connecticut State Board of Education put forth a set of Fivestatewide goals for education in the Five Year Comprehensive Plan for
Ll._rdau/tusL_2sandAE;slssglsTL. Thousands of Connecticut citizensparticipated in developing these goals. Thousands of others have workedin communities across the state to develop local educational goals whichare required by law. The local goal setting process has providedopportunity for communities to express their special interests and needsin serving public school students but at the same time to be consistentwith the Statewide Goals.



The Statewide Goals for Education are:

Goal One:

Goal Two:

Motivation to Learn
To realize their potential to learn, students must be
highly motivated. Therefore:

Connecticut public school students will develop strong
motivation by responding to the high expectations of
their parents, teachers and school administrators; by
understanding and striving to fulfill personal
aspirations, and by developing the positive feelings of
self-worth which contribute to responsible behavior and
personal growth, health and safety.

Mastery of the Basic Skills
Proficiency in the basic skills is essential for
acquiring knowledge and for success in our society.
Therefore:

Connecticut public school students will, to their full
potential, learn to communicate effectively in speech
and writing; read with understanding; acquire knowledge
of and ability in mathematics, and strengthen
decision-making skills.

Goal Three: Acquisition of Knowledge
Acquiring knowledge leads to fuller realization of
individual potential and contributes to responsible
citizenship. Therefore:

Connecticut public school students will acquire the
knowledge of science, mathematics, social studies, the
arts, literature and languages which leses to an
understanding and appreciation of the values and the
intellectual and artistic achievements of their culture
and other ,m1tures; and will take full advantage of
opportunities to explore, develop and express their awn
uniqueness and creativitiy.

Goal Four: Competence in Life Skills
Students are challenged to fuhction successfully in
multiple roles: as citizen, family member, parent
producer and consumer. Therefore:

Connecticut public school students who complete
secondary level studies will have the ability to make
informed career choices; understand the r4sponsibilities
of family membership and parenthood; be prepared to
undertake the responsibilities of citizenship in their
communities, in the state, in the nation and in the
world; and have the skills, knowledge and competence
required for success in meaningful employment or be
qualified to enter post-secondary education.
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Goal Five: Understanding Society's Values
To be responsible citizens and contribute to positive
change, students must understand and respect the
underlying values of this society. Therefore:

Connecticut public school students will appreciate
diversity and understand tne inherent strengths in a
pluralistic society; they will understand and respond to
the vital need for order under law; they will acquire
the knowledge nev3ssary to live in harmony with the
environment and actively practice zonservation of
natural resources; and they will respect the humanity
they share with other people.
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POTENTIAL SOURCES OF OBJECTIVES
FOR NEEDS ASSESSMENT

State Level of data collection and related illustrative sources

o Connecticut Board of Education priorities, policies, rules andregulations.

Connecticut Comprehensive Plan for Elementary and SecondaryEducation.

Connecticut Laws Concerning Education

o Master Plan for Vocational and Career Cducation

o Results of statewide proficiency testing in the basic skills.
Educational Evaluation and Remedial Assistance (EERA)

Local Education Agency Level

a Local tloard of education policies, rules, and regulations

o Curriculum guides, program descriptions, and recommendations of
accrediting agencies and other education institutions

o Public hearings for professional personnel and/or lay community

o Minutes of local boards of education

o Federal and state mandates and court decisions

o Identification of subject area concerns by instructional,
administrative, and support personnel.

o. Research results conc rning teacher effectiveness

o Data from surveys and assessments conducted within the state anddistrict

o Vocational education programs and guidelines

o Recommendations by professional development committees,curriculum committees, administrator advisory committeas

Follow-up studies of high school graduates

o Parental concerns as voiced in letters, PTA meetings, and
conferences with parents
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o Community concerns voiced by labor, business, industry, andother special interest groups

o Goals and objectives of professional organizations

o College requirements and requirements for graduates, such as
employers' recommendations

Learner Level

o Classroom performance results

o State testing results

o Perceived interests of classroom pupils

o Systematic pupil assessment of curriculum and instruction

In addition to the standard needs assessment, it is important thatstaff members be given opportunities to raise their sights beyond theirown environment to seek new ideas and different solutions to longstanding and seemingly impossible school problems. This can be done bylistening to guest speakers who have dealt with similar problems, andcommunicating with outside agencies such as regional education servicecenterr teacher centers, the State Department of Education and%nstItutions of higher educa0on.
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ATTACHMENT 01
Guidelines and Criteria For
Constructing Questionnaires

A. Title should

1. Reflect the content of the instrument.
2. Be concise.
3. Be written in language easily understood by the respondents.

B. Introductory statement should

1. Include a brief summary of the instrument's pur
2. Include an appropriate statement concerning

confidentiality.
3. Include a motivator for the respondent.
4. Use language which is appropriate to the level

C. Directions should

pose.

the respondents'

of the respondents.

1. Be complete, unambiguous, and concise.
2. Be at a language level appropriate to the respondents,
3. Tell the respondent how to dispose of the, instrument rnIce she/he

has completed it.
4. Specify how accompanying answer sheets should be filled out.
5. Instruct the respondent how to deal with Items which are not

applicable.
6. Specify the approximate amount of time recwired to complete the

instrument.

D. Demographic section should

1. Be limited to only those variables that will be used to ahswer
specific questions.

2. Portray the relationship of the respondent to the object of
measurement.

3. Make certain items optional.
4. Use language appropriate to the langr-,1 level of the respondents.

E. Writing Items

1. Rating scale.
a. The stem of rating scale items should be written in a single

dimmision.
b. The response sets to rating scales should be written in a

single dimension.
c. The response set of a rating scale should be logically tied ta

the stem.
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ATTACHMENT 01 (continued)

d. The level of specificity of the stem item should be specific tothe user's needs.
e. The rating scale item should be used only when no more directmethod is available.
f. Directions for how to use any specific type of rating scaleshould be included, along with appropriate examples.g. The language used in rating scale stems and responses should be

avrupriate to the level of the respondent.
h. Me type of rating scale format_ selected should be easilyunderstood by all of the respondents.
1. Rating scale items should be written so as not to elicit biased

responses.
j. The response sets for rating scale should all be written in thesame direction.
k. Avoid using global terms in response sets.
i. Rating scales shou/d include from three to seven categories.m. Allow for a snot applicable* response when appropriate.n. Analyze the results of rating scales.

2. Qualitative selection items

a The stem and responses should be statft, clearly and unambiguously.
b. The language should be appropriate to the respondents.
c. The stem should be stated in a single dimension.
d. The response Let shuuld be exhaustive.
e. The response tategories should be mutually exclusive.
f. Directions should be supplied for difficult items.

3. Supply items

a. In writing fillin supply type items, appropriate units should bespecified wherever possible.
b. Sufficient space for responses should be provided.

F. Structure and Format

1. Items should be grouped according to item types or similarity ofcontent.
2. Group items within sections according to ease with which they canbe answered.
3. Length of the instrument should be related to respondents andpurpose.
4. The instrument should be clearly reproduced.

Source: Adapted from Covert, R. ' Guidelines and criteria forconstr :ting questionnaires."
Charlottesville: University of Virginia,Evaluamion Training Consortium, 1977. (Unpublished paper.)
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ATTACHMENT 0 2

A CHECKLIST OF ACTIVITIES FOR STEPS IN THE NEEDS ASSESSMENT PROCESS

1. State Concerns

Identify concerns (problems that Indicate a need For
in-service training).
Identify target population (individual or group).

2. Identify People and Roles

Determine who will manage the needs assessment.
Determine needs assessment planning team.
Identify those who will conduct the assessment.

3. Plan the Needs Assessment Data Collection

Determine needs assessment goals.
Determine needs assessment data collection strategies.Determine and obtain resources required for needsassessment.
Develop data collection plan and time-line.

4. Implement the Needs Assessment Data Collection

MMII1I

Develop instrumentation and recording procedures.
Field test and validate instruments and procedures.
Collect needs assessment data.
Tabulate data collected and summarize results.
Analyze results and report to planning team.

5. Disseminate Results and Set Priorities

Disseminate results of needs assessment to respondents and
interested constitutencies.
Prioritize needs for professional development.
Determine feasibility of meeting the needs and selectprioritized nees for professional development.

6. Design the Professional Oevelopment Program

Identify the target audience.
Identify needs to be satisfied.
Describe training or activity to be offered to satisfy theneed.

Identify who will be responsible for each activity.
Identify resources needed to accomplish the task, including
incentives to be offered to training participants.
Identify haw progress and accomplishments will be assessed.

71
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ATTACHMENT 02 (continued)

7. Continue to Assess Needs

Determine strategies for continuous assessment during
conduct of professional development provam.
Reassess needs when program has been completed.
Evaluate prugress and accomplishments.

Source: Adapted from 'Determining Training Needs: Four Simple andEffective Approaches by Donald L. Kirkpatrick in the February 1977issue of the Trainin nd Bevel(' ment Journal.
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The Complexity of the Problen

Evaluation is determininfi Jegree to which goals have been achieved.It typically means com4aring accomplishments with intentions. Forexample, if the intention is to check the operational capability of an
automobile, one evaluates all of the essential parts that must functionfor the vehicle to run well and reliably. On a machine there areprecise standards against which every aspect of operation can beassessed. Therefore, evaluation can usually be accomplished by checkinga set number of items for which there is a particular standard--in thecase of an automobile, items such as oil pressure and level, wheel
alignment, and battery charge.

Evaluation of less tangible subjects such as learning or teaching ismuch more difficult and complicated. Unfortunately, all too often thetendency is to expect a precision and ease in the evaluation similar towhat we find in evaluating mechanical things. Evaluating learning isnot a simple or precise process. Single measures of achievement or
aptitude such as standardized tests, often accepted by the public as
adequate indicators of student growth and potential, tell, at best, only
a part of what an individual has learned. Although test scores help
provide an evaluation profile, much more data must be collected to make
a comprehensive evaluation of educational achievement. Where there isconcern for the quality of educational experiences, as well as for
outcomes, evaluation becomes infinitely more complex.

The evaluation of professional development is even more complex than
assessing edileation of students. Therefore it must include a variety ofdata. For example, in professional development te Tiaz be as concernedwith the participants' satisfaction with the expt- of learning aswe pre with the outcomes of learning. Primarily, are concerned with
several categories of outcomes, including evidence of:

knowledge, skills, and attitudes acquired by teachers;

o teacher behavior changes and improvement of self confidence
caused by the knowledge, skills, and attitudes learned;

o changes in curriculum, management, and school organization caused
by what has been learned;

o changes or improvement in student knowledge, skills, and
attitudes--and chanws and improvement in behavior-- caused by
the first, second and third items above, and

o community impact of the program.

7 zj
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Data :ollected on the above categories will contribute to an
effective evaluation. Such data also will provide evidence of the
participants' degree of satisfaction with professional development
activities and the school irprovement such activities generate.

Steps In A Planning/Evaluation Process

Effective evaluation is part of a total planning process. The following
steps provide a simple approach to planning and evaluating any level of
professional development in local school districts from districtwide
programs to a single activity. Examples are given in Attachment E2.

o Set goals for the program (based on a variety of needs
assessments).

o Determine specific :.tcomes ("As result of this program I/we will
see...").

o Decide on format(s) for program (individual activities, mini
awards, workshop, visitation, conference) and participants
(teachers, admini4trators, specialists).

o Identify decision makers.

o Decide what data is needed to determine to what extent goals are
met and when and by whom they will be collected.

o Implement program.

o Collect and analyze data.

o Report data and analysis to decision makers.

o Determine followup.

o Set new goals.

Attachment E3 contains a list of questions which can be useful in
setting up an evaluation plan.

Setting Goals

A question often asked when evaluating professional development is,
'what shall we evaluate?' To answer that question and to be consistent
with the definition of professional development used in these do...Iments,
it is necessary to have a clear statement of the goals and objectives of
the school district. Then the goals and objectives of the professional
development program can be established to help meet those goals.
Evaluation will look at the extent to which professional development
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helped meet the school district's goals and objective:. Unless thedistrict's goals and the professional development goals are clearlystated at the outset, it is impossible to perform a meaningfulevaluation.

The effectiveness of a professional development ;."-.;gram and the
effectiveness of the evaluation are due largely to how specific and
measurable the goals and outcomes are. Questior about what is to be
measured and what kind of data are to be collected to determine whether
the desired change occurred must be answered early in the program, not
after the program has ended.

Evaluation to A;sist Decision Making

For whom data are collected influences what kind of data should becollected. The following groups all need information about the programto make wise decisions:
o Professional development leaders need information in order to

improve, expand, or terminate the training.
o Administrators and school board members need information in orderto determine whether the program should continue to receive

funding and at what level.
o Teachers need information to decide whether to attend, support

and endorse the program.
o Taxpayers and parents of the children whose teachers and

administrators are beinV trained need information to support the
teachers' and administrators' time away from students as they
endorSe or protest the school board's use of their tax dollars to
finance such programs. An evaluation scheme which was developedto measure the effectiveness of training for business and
industry has been modified for our use. See Figure 1 below.
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FIGURE 1
AN APPROACH TO EVALUATING

PROFESSIONAL DEVELOPMENT PROGRAMS
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In Figure 1, the goals of the program are listed under question one,
the observable outcomes from the program are listed under the second
question and decision makers who will probably use the evaluation
information are listed under the third question. The goals and
observable outcomes would be listed according to the nature of the
program.

When using evaluation to assist decision making we suggest involving
a representative cross-section of prime movers from each of the major
decision making bodies. Remember, those most likely to use the
evaluation results are those who take part in designing tie evaluation.

Measuring Impact on Students

Rhetorical statements are frequently heard that the ultimate criterion
of the utility of a professional development program is its effect on
students' .learning. But too frequently this criterion is used to
denigrate a program. The question is asked, "But what is its 'real'
effect--is it helping children?'

Must each program have a direct impact on students? Is it always
possible? Some progranm may be inspirational, designed to arouse
teachers' interests and to motivate them. Others may train teachers in
general principles which, when applied, will improve learning. Programs
may improve cooperation among teachers with the expectation that aspects
of schooling which require cooperation (such as redesigning or
integrating a curriculum) will occur, and that these improvements will,
in turn, stimulate greater learning.

The designers and developers of each professional development
program should attempt to spell out the effect their training activities
should have on students. Whenever possible, each professional
development activity should describe the steps from the activity to the
classroom, and from teaching practice to student learning. Argument
should be made for this design and reasons provided to support the
projection a these effects.

But effects or students cannot always be pinpointed. The evaluation
issue is whether it is appropriate to apply the criterion of having a
demonstrable student effect to a particular program or service.
Designers, developers, managers, ought to dtcide as precisely as they
can when they expect a st64ent effect, what that student effect is
likely to be, and what its relative magnitude is likely to be. If that
cannot be done in a concrete and specific way, we ought to forget about
muisuring student effects for that particullr service and discuss
whether or not the service has other valuel which are important and
whose effects can be measured. Followinq an approach to measuring
student effects when they can be expected:

8,?
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Consider looking at increased student productivity or on-task
behavior and a variety of different kinds of effects. If students read
more books than they have read previovsly as a consequence of a teaching
technique adopted by a teacher, that behavior is evidence of a student
effect of considerable significance. If they undertake a greatervariety of out-of-class projects, a significant student effect has
occurred. If they ask more questions, a student effect is occurring
which might have other effects on learning.

Another possible student effect is increased interest a: shown by
the amount of time students are willing to spend working on projects,
for example, staying after school or coming early to work on a project.
Increased interest would also be indicated by requests for additional
work, by more requests for assistance from teachers, by increased
talking to and with the teacher, by asking more questions, by being more
willing to participate in discussions. These behavior changes areindicators of increased motivation, increased productivity, andincreased involvement in instruction. They are important Lhanges in
students.

Past of these outcomes, if not all of them, are the kinOs ofindicators teachers themselves use in judging whether something is'workings in class. They are valid indicarrs of student effects. They
are relatively easy to measure, and data Athered on them could assess
whether particular programm are having such effects on students.

An argument by James Popham supporting the need to evaluate the
impact of professional development programs through the use of student
test scores is included in Attachment E 4.

8,`J
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Another approach to measuring impact on students is described in a
monograph edited by Elaire Thompson, entitled "Using Student Change Oata
to Evaluate In-service Education." Her chart n shows how student
change resulting from professional development pr.,/ams can be evaluated
is reproduced 1 . 7igure 2.
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Did participants
clientae according

to ;Ian?

..1
Did oarticipants
use training

as expected?
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CHANGE 91
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pIanne61

PROFESSIONAL

DEVELOPMFMT
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CURRENT
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Expert review
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crwy.Acdge tests
Int,rviews

Questionnaires
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Observations
Product reviews
Nestionnaires
Interviews

Did students change?

STUDENT
CHANGE

Testing

Observations
Interviews

Questionnaires

FIGURE 2
STEPS IN EVALUATING IMPACT ON STUDENTS



In the body of each step in Figure 2 is a description of theconditions or activity for that step. The rise of each step shows thequestion which is asked in response to the conditions or activity, andat the base of each step are action plans for answering the questionlisted on the rise. Only when the leaders of the professionaldevelopment program who, hopefully, are a cross-section of decisionmakers, have answered each question at each step positively, up to andincluding the fourth step, can the student change question reasonably beasked.

As stated earlier, evaluation questions are best asked as early aspossOle in the program design. Similarly, the action plans foranswering these questions should be identified and in place for use atthe appropriate time.

5f)".
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ATTACHMENT El
Quality Practices in In-Service Education

Introduction

This document is the result of a year-long effort of the Task Force
on Quality Practices in In-Service Education. This task force isone of five established by the National Advisory Board to theNational In-service Network to lay the grounk for thedevelopment of a functional service delivery :Istem of in-service as
Part of state systems of comprehensive personnel development
established by Public Law 94-142.

The membership of the Quality Practices Task Force consists of
persons with varied backgrounds and experiences in student advocacy,
general and special ednraticn, and professional development. Thecurrent profession ..,sinsibilities of tt,e group include wnrkingwith a state educ414 . agency, a local education agency, aprofessional organiz,tulon, a research center, a non-profit
corporation, and an institution of higher education. Although the
experiences and affiliations of the membership necessarily affectthe ideas and philosophies, the thoughts expressed are not intended
to reflect the employing agencies of the members. This group shares
a common concern for and commitment to the improvement of in-serviceeducation programs, particularly as applied to programs for general
educators working with students with handicaps.

The primary purpose of this document is to provide planners with
illustrators of quality practices for the planning, implementation,and evaluation of in-service education programs. The activities of
an in-service education program are considered to be a procels bywhich educational ;ersonnel are, as a result of the process,
continually prepared and upeted with specific knowledge, sk117s, or
the attitude necessary to nert...rm their role.

The Task Force recognizes that the statements of quality practiceare not all inclusive. The time and fundirg restrictions have
prevented further expansion and illustration at this time.



ATTACHMENT El (continued)

I. Quality Practice in In-Service Education recognizes that programsmust be integrated into and supported by the organization within whichthey function.

A formally adopted written plan of in-service for the d1strict or
agency should be prepared. It should describe all components of acomprehensive system. This plan can then be used as a basis for
evaluation and ongoing planning communication purposes and to build
support for the program.

o The in-service education program is an integral part of the total
organizational system within which it functions.

o Written policy exists to support the in-service education program.

o The assumptions and theoretical rationale underlying thein-service program are explicitly stated.

o The in-service education program design describes theorganizational role responsibility and support for planning,
implementation and evaluation of the program.

o Procedures exist tv assure the program of adequate fiscal,
material, staff, and facility resources.

o Federal, state and local policies pertaining to the 1n-serviceeducation program are studled by planning participants.

o The in-service program design includes plans for facilitating the
implementation of quality practices throughout the system.

o The in-servico program design is long range and provides for
ongoing implementation support and evaluation.

o Information about in-service activities is syst-1114.* .iy
comm..a1catec .o a)1 audiences concerned.

II. Quality Practices iv, In-rvice Education a:e d.sneu to resultin programs which are collaborative.

Collaborative dpproaches to in-service programs are the mosteffective. Incluoing participants, students, and the community inprogram planning, delivery and evaluation can result in increasedmotivation, strengthened support and maximal resources

o The in-service education program provides opportunities for all
school personnel to act as participants.

a Personnel from gencies involved or affected by the 1n-service
education program are included in the planning process.

o All groups which are affected by the in-service education
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ATTACHMENT El (continued)

program, Including parents and students, have a voice in decisionsregarding the program.
o In-servi;:e activities include students as teachers/learners

whenever oossible.

o Procedures exist to assure inclusion of community resources for
the in-service education program.

o Participants and others affected by the in-service education
program are major providers of data for evaluation.

III. Quality Practices in In-Service Education are designed to result
in programs which are needs based.

In-service tducation is a support service for the total educatianalsystem. It d. Avis it3 legitimacy from the contributlan it makes tostrengthening the system's programs and services for sT.,,.ents.

o The in-service ;rogram design recognizes the vital importance ofthe participants' 3erceptions of the need for the trainingproposed.

o An assessment of the strengths and needs of the prospective
participants and the systems is part of the in-service p-.gramdesign.

o In-service prograh, goals are derived primarily from a set of
educational goals for students, including students with handicaps.

o In-service content and strategies are drawn from and designed to
-meet the assessed needs of students, personnel and organizations.

o PrograTPI include activities to meet the needs of le-Aership
persol:Ael, with special attention to building principals.

Iv. Quality Practices in ,4271liVe Education are designed to result
in programs which are responv;ve to changing needs.

Responsive in-service, built upon identified needs, meets thoseneeds and is adaptable to ongoing changes in programs, personnel andconditions. It is planned and delivered in ways that recognize thefindings of research on innovation and change theories.

o The in-service program design defines a dynamic end continuous
process that is flexible and responsive to changing needs and new
requirements.

o The 1n-serv1ce program design includes goals which are designed
to reduce undue stress and to increase both competence and morale
among program participants.
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ATTACHMENT El (continued)

o In-service providers are selected on the basis of qual1fic4t'on
for specific tasks.

o In-service activities make use of peer-teach1ng strategie:
participant-created materials, whenever appropriate.

o On-site demonstrations with students are included whenappropriate to the in-service education experience.

o Participants are provided with positive feedbark on theirprogress and with follow-through consultation which is keptseparate from the system's personnel evaluation procedures.

V. Quality Practicer ln In-Service Education are designed to result in
programs which are accessible.

The in-service program is readily accessible in time and location,
and is planned to provide the best conditions or learning.

o in-service activities are offered in a logical sequence.

o In-service activities are offered frequently.

o In-service activities are planned and conducted with minimum
interference to the students' ongoing instructional program.

o In-service activities are conducted primari' during
participants' normal work:ng hours.

o In-service activities are conducted whenever possible, an the
participants' work site.

o In-service locations are selected to provide the most appropriatesetting for the knowledge, skills and attitudes to be acquired
and demonstrated.

VI. :valuation of in-service activities is an essential component of aquality program, and Should be designed and conducted in ways compatiblewith the underlyinv pWosophy and approach of the program.

Information drawn from evaluation cal help detcy'Wne the degree ofeffectiveness of the professional development szperiences. Ongoing
evaluation can also be used to strengthen planning and implementationActivities.

The Task Force defines evaluation as the systematic collection ofinformation about the context and operation of 1n-service programs whichcan be used to (1) determine needs (2) pin programs (3) revise andredevelop activicies and (4) judge impact.

o Decisions concerning the in-service education program consider

86
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ATTACHMENT El (continued)

ongoing program evaluation by program participants and others affected
by the program.

o The in-servic r. program design includes both short-term and
long-term goa7s,

o The in-service evaluation design is comprehens4v and addresses
the process components planning, impleAentation, and
dis-amination.

o The in-service evaluation design is r nsible to knowledge,
skill, and effective outcomes.

o Bata from evaluation is used for ongoing planning of the
in-service program.

o The in-service education evaluation design is reliable and valid.

o The evaluation design includes plans to frequently report data on
all major aspects of the program -- ino;ading impact on students
-- to all major audiences.

o The documentation of the impact of in-service activities should
include the perceptions of students themselves whenever
appropriate.

0.

Source: Queltv iiractices Task Force
Natl,a% ri-service Network
Schou: 2ducat1on
2853 East Tenth Street
Cottage I.

Bloomington, Indiana 47405
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ATTACHMENT E2
Examples of Evaluation Plans for Different Types of Programs

A. Individual Activities

1. Individual teacher visitation to another teacher's classroom
a. Goal

To 'let ideas on how to better structure classroom activities
to deal with individual differences.

B. Outcomes

I expect to find at least three things I might try in my
classroom.

c. Program specifics

I will ond Madison Elementary School, Bridgeport in
January and visit Ms. Casey's classroom.

I will look for and record ways of grouping students, ways of
dividing the classroom tire, and how the teacher designatesher time. I will try out at least one specific strategy
during the following week in my own classroom and observe the
impact on my students.

d. Data co/lection

I will pay attention to and recorJ 'how successfully or
unsuccessfully I implement tt?e strategy and why and whether
my students are responding positively.

e. Follow uP

I will call or visit Ms. Casey to ask questions and to tell
her about my success or struggles with implementing the
strategy. I will send a short memo to the professional
development ommittee telling them:

1) My goals in doing this
2) What : did
3) Whether or not I accomplished my goals and if not, why not
4) Whether or not this kind of activity should be continued.

2. Individual attendance at state conference

a. Goal

89
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ATTACHMENT E2 (continued)

To learn the latest research on teaching styles

b. Outcome

I will learn at least three pieces of research which can helpme better structure classroom activities to deal with
individuel differences.

Program specifics

Attend State Early ''ood CoCerence in May. The workshop
I am intereste.4 "Meeting Individual Differences".Before the conference I will read at least one professional
lournal article on the topic'.

d. Data collection

I will record when and how I use the research ideas in myteaching during the two weeks immediately following theconference and how my students react.

e. At the next faculty meeting I wiT1 report on the rleces of
research and how I used them. I will glve feedback to the
professional development committee (see example above).

B. Department Activity

1. Workshop

a. Goal same as above

b. Outcome

Each pa Iripant wi :ry out three ideas in his/her classroom

c. Program

Two worksnops in January on Wednesday afternoons from 2:00 -4:00 run by teachers: Kathern Hepburn from Glastonbury andPaul Newman from Windsor. Participants will divide intoteams of two to observe one another.

d. Data cIllection

1) Professional development committee records how manypeople attend, tule4tes =nd-of-workshop response sheets,
informally interviews perticipants to discover:

a) to what extent did participants report tha' this
program met their needs?

b) to what extent did this program meet the g_als for
which it was intended?

2) Participants observe one anothers' classroom teaching

9z
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ATTACHMENT E2 (continued)

practtces and share with each other to what extent the
skills +aught in the workshop were implemented in the
classroom and had a positive effect on students. This
would probably not be within the capability of a fellow
participant to judge but rather would have to be the
responsibility of the leader -- (see Bruce Joyce's
coaching model).

e. Follow up

Professional development committee decides whether to repeat
the same activity for a different group of participantI, to
extend and deepen the activity with the same group, to offer
other types ot activities to participants to deepen their
knowledge and skills (mini awards, conference to do a
combination of the above or to do nothing more on this goal.)

2. Curricut6 revision

This is an example of a long term multi-level professional
development activity which demands a variety of activities and
evaluation steps along the way. See ConnectirJt's Guides to
Curriculum Development for specifics.

C. District Activity

1. One day conference

a. Goal

To provide all educatfyr in the district with a one-day
knowledge update on rec!'n'z development- and research in their
discip7nts.

b. Outcome

Each participant will learn about three new developments
which have relevance for his/her teaching area or speciality,
or his/her administritive area or speciality. In scme cases
topics generated will be the focus for future department
professional development programs

c. Program specifics

The program will be developed by a committee of
rerresentatives from each grade level and discipline.
WOrkshops ir each discipline and specialty area will be
offered by outside and.: inOde experts.



ATTACHMENT E2 (continued)

d. Data collection

1) Each workshop can Lk aluated usinr, 1 form which wi1 1
be designed, distributed, collected A;tu tabCated by
the conference commIttee.

2) The conference committee will report to the
professional development committee 'indicating to what
extent the goals for the day were met through the
individual sessions and/or by the presenter(s).

3) The professional development committee reports to the
school board on the extent to which the professional
development program (including this conference) has
helped to meet the goals and objectives of the school
district.

Source: Connecticut State Local Planning Committee
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Attachment E3
Reflections on Evaluating Teacher Centers:

The View From an Tron Cow.
by Michael Patton

Before you design an evaluation plan for a staff development program,
you would do well to answer these questions.

1. Who is 49":e evaluation for? Whose questions will be answered?
Who will letermine what it all means?

a. Is the evaluation for local program staff to use in improving
the program?

b. Is the evaluation for district, state or federal officials to
use in making global program decisions?

c. How will the evaluation be used, by whom, to make what
decisions, cn what issues?

2. What do we want to affect in teachers? How do we want teachers to
be different after the program?

a. What changes, if any, do we expect in teachers' feelings?
b. What changes, if any, do we expect In teachers' opinions?
c. What change!, if any, do we expect in teachers' knowledge?
d. What changes, if any, do we expect in teachers' skills?
e. What changes, if any, do we expect in teachers' behavior?

3. How will ooserve describe, and/or measure the degree to which
teachers are different after the prog,Am?

4. What are our criteria for success? and failure? At what level and
to what degree do we expect to affect teachers (for each specificoutcome)?

a. At what level are we doing an outstanding job?
b. At what level are we doing an adequate job?
c. At what leve Ire doing a poor job?

5. What program activities and processes will we engage in to affect
teachers? (e.g., formal instruction, non-directed teacher
exploration, advisors, etc.)

6. How will we observe, describe, and/or measure the degree to which we
actually implement program processes and activities as planned?

7. At whAt level and to what degree do we expect to implement programprocesses and activities? What are our criteria for success? and
failure?

a. At whe level are we doing an outstanding job?
b. At what level are we doing an adequate job?
c. At what level are we doing a poor job?
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ATTACHMENT E4

Assessing the Impact of Staff Development on

Educational Improvement
by W. James Popham

This presentation is based on four propositions; you may not buy there,
but I think they are defensible. Proposition one is that Americah
education is substantially less effective than It can be and should be.
Not everyone subs:ribes to that proposition. There are some folks who
believe that American education is doing a retty decent job right now
and, that being the case, it does not warren any dramatic overhaul. I
have talked to some ;:eople I respect who hold such views. I do not. I
believe that American education is substantially less effective than it
ought to be, and that something has to ke done to remedy that deficit.

Proposition two: staff development represents a potentially
powerful mechanism to improve the quality of schooling. I firmly
believe that staff development constitutes a potentially powerful way to
make things better in education.

Proposition three: the history of inwvice education cannot be
characterized as a string of dazzling triumphs. There have been too
many ineffective inservice programs, and we have all been tarnished by
these tawdry efforts.

Proposition four: given current incredulity regarding educator
competency, instrv.tional improvement cannot be merely asserted; it must
be demonstrated. We have passed the era wilen we can simply say that we
are doing a good job. The time has passed when we extol with rapture
and ;'letoric the effectiveness of our endeavors, then expect the
to believe u$. I would argue that now we must produce evidence that we
are effective.

I want to talk with you now about how, or the basis of these four
propositions, we might go about evalue.ing staff development,
particulal' with respect to the improvement of education. It would
appear at tne outset that we have numerous options. There are, after
all, varied kinds of staff development programs. They have a good many
potential cstcomes. You can think about outcomes suca as the modified
behavior of teachers, or the modified attitudes of teachers, or the
acquisition of special teacher skills. How do we know that we are
making a difference: I believe it is more apparent than real that we
have multiple choices available to us. I would argue that we do not
truly have many staff development options since in choosing an
intervention strategy you must choose it in a way that is consonant with
the current political milieu. Currently there is grave doubt as to
whether we are worth our salt. We simply have to produce--and we have
to do it in a hurry.

W. James Popham is Professor, University of California, Los Angeles.
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ATTACHMENT E4 (continued)

There is today only one criterion that we can use to judge the quality
of what we are about - - and that is improved student test performance.

I
believe that we must, in our staff development efforts, go for the
jugular. We have to demonstrate that with respect to the criterion that
most people use to judge the quality of schooling, we produce results. To
demonstrate that staff development can, in fact, result in improved test
performance, we must get educators to use different kinds of tests. They
cannot continue to use the kinds of tests which they are currently
employing, for if they do, we do not have a cnance. There is no chance
for us to succeed if traditional achievement tests are employed as the
chief index of educational quality. This means that we will have to
engage in a massive re-education of teachers regarding what tests are for
and how they can be used. Fortunately, a reconceptualization of testing*
permits one to devise a fairly straightforward but potentially significant
strategy for enhancing student performance on tests.

I have moved in my own work from teacher education toward measurement,
not because I think teacher educdtion is unimportant but because I truly
believe that measurement is the key that unlocks the teacher education
treasure chest. I believe that measurement constitutes the single most
powerful, cost-effective intervention to make instruction better. I want
to share with you some views regarding why this is so and why our
traditional conceptions of testing are inappropriate. Unless we get
different tests to be used in the field, as staff developers we are
destined to fail. I think you are unaware of the caliber of disaster
represented by the use of traditional tests to evaluate education. I do
not think you realize how dangerous it is to us as staff developers to
persist in the advocacy of traditional achievement tests.

The chief purpose of measuring people in the early days was to assess
their status, that is, to determine their status in relationship to that
glorious normal curve. It worked very well for a number of years, until
in the late fifties a group of individuals who were influenced by Skinner
and others who developed an approach to teaching machines and
revision-based teaching methods so that they could get many learners up to
mastery. It was for this reason in 1963 that Robert Glaser wrote a brief
but important essay in which he distinguished between the so-called
traditional approach to measurement, which he characterized as
norm-referenced measurement because you reference the performance of
examinees to some kind of a normative group, and a newer approach to
measurement in which you reference the performance of an examinee to a
clearly defined criterion behavior. He called that latter type of
assessment criterion-referenced measurement.

9 7
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Attachment E3 (continued)

8. What is the relationship between w;at we're doing in the program
(the processes and activities) and the change observed in teachers
(the outcomes)?

a. Is there a relationship?
b. How much confidence do we have in the strength of that

relationship?

9. What does it all mean? What do we do? what have we learned about
the program that gives us direction for action?

96
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ATTACHMENT E4 (continued)

When you have a measurement tradition that is based on norm
referencing and an instructional tradition that attempts to get many
learners up to proficiency, those traditions do not mesh at all. I have
spent considerable time since the sixties trying to discern why it is that
traditional approaches to testing do not yield sensitive and valid
indications of instructional prowess. I want to share at least a few of
those reasons with you.

Why is it that traditional tests do not give us a chance? Reason one:
traditional achievement tests, that is, norm-referenced achievement tests,
are produced by commercial testing firms that must sell a large number of
those tests in order to stay in business. As far as those testing firms
are concerned, there is something very reprehensible in American
education, that is, local curricular choice. The curricular preferences
of educators in Billings, Montana, are not the same as the curricular
preferences of people in Indianapolis, Indiana. As a consequence, if the
test publishers spelled out with precision what a test was measuring, many
educators would look at that test and say, "Well, that is very
interesting, but it is not quite the +lay we are teaching the subject
here. We will look elsewhere." To forestall that sales-limiting
possibility, test publishers describe their wares in extremely general
terms. Testing is a business in this country. That is all it is. If you
look very carefully at the descriptive information accompanying most
standardardized achievement tests, you will discover it is extremely
vague. This vagueness results in mismatches between what is taught and
what is tested. Such a mismatch yields spurious conclusions about program
effectiveness.

Another prohlem is a technical one. In order for a standardized
norm-referenced achievement tests to perform their function most
effectively, they must spread out examinees - - and spread them out well.
For if there is not a spread of scores, one cannot make the fine-grained
comparisons that are at the heart of a good norm-referenced
ie..rpeetation. Furthermore, the most important factor in augmenting test
reliability is the variation of student performance on that test. Other
things being equal, the greater the spread of scores, the higher the
reliability coefficient. And other things being equal, higher reliability
coefficient sell tests. Therefore, it is imperative to have substantial
variation in the scores on a norm-referenced test. A test item which
maximizes response variance is one which is answered correctly by about
SO% of the examinees. That is, SOX of the kids get it right, and SO% of
the kids miss it. Ideally, the SO% who get it right are the ones who
score well on the total test, and the 50% who get it wrong are the ones
who score badly on the total test. When you start getting an item which
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ATTACHMENT E4 (continued)

is answered correctly by 70%, 80%, or 90% of the examinees, you are in big
trouble because that item does not spread people out at all. So what do
norm-referenced folks do when they revise that test? They throw that item
out.

That is exactly what happens to items on which students perform well.
When high proportions of students answer items correctly, the test is
revised so that those item get discarded from the test. Now here is the
Catch 22. Items on which students perform well tend to cover topics that
teachers thought important enough to stress. The more the topic is
stressed, the better the kids do. The better the kids do, the less likely
the item is to remain on the test, and this means that, after several
revisions, you have systematically tended to exclude the very items
covering the most important things we teach. What a surprise, therefore,
if after a while those tests prove remarkably insensitive to measuring the
effects of instruction. They are insensitive. We do not have a chance to
succeed on those tests. Criterion-referenced tests will, at least, give
us an opportunity to win.

When you sit down to create a criterion-referenced test, if you keep
your instructional wits about you, it is possible to create a test which
essentially illuminates instructional design. In other words, you can
build a test in such a way that the key subskills, that is, those en route
skills requisite to master a desired competency, are incorporated in the
test itself, and thereby you illuminate the nature of the competency's key
subskills for teachers. It is possible to build such tests. It is
possible to build such criterion-referenced tests which maintain fidelity
to the 'real world" nature of the competence you are trying to develop.
You can build tests which serve as clarifications of the targets to be
sought and, thereby, can markedly increase the likelihood that teachers
will provide on target instruction for the learners.

Now, one important corollary is needed. You have to try to get by
with a °more is less' strategy. You have to create a small number of
high-powered targets, not a longer list of all possible targets. In
Detroit, for example, they have a high school proficiency test in reading,
writing, and mathematics. There are four skills in each, four powerful
skills, each of them described in such a way that the instructional
implications are clear. Now, that leads to the possibility of a powerful
instructional strategy. One of the things that research demorstrates
unequivocally is that the most potent ingredient in effective
instructional sequences is the provision of engaged time-on task for
kids. The more time kids spend in appropriate practices related to atarget skill, the better they learn that skill. However, unless one
understands the nature of the terminal skill, one cannot supply engaged
time-on-task.

6 0
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ATTACHMENT E4 (continued)

My contention iF that unless we reeducate teachers across the land to
select different kinds of tests, we do not have a chance that staff
development will yield substantial improvements in kids' test scores.
Once we get teachers to adopt or to develop those different kinds of
tests, it is a very simple next step to encourage them to provide
sufficient time-on-task so that students will get better at performing on
those kinds of tests. As I look at the array of intervention strategies
we might employ, and they certainly are numerous, this scheme strikes me
as the most simple yet most likely to succeed. I believe that it is a
political imperative.

Let me close with a prophecy. I prophecy that unless staff
development specialists win the struggle to improve student skills by
adopting a strategy such as the one that I have described, we need not
look for other battlefields. We will have lost the war.

NCSIE - ASSESSING THE IMPACT OF STAFF DEVELOPMENT PROGRAMS - Frederick J.
McDonald, W. James Popham, Donald J. Baden

1 11
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ATTACHMENT ES

Principal/Headmaster

Coordinator

STAFF DEVELOPMENT CENTER

Havemeyer Building

Greenwich, Connecticut

AMAISTRATIVE EVALUATION

STAFF DEVELOPMENT PROGRAM

Asst. Principal/Housemaster

Central Office AdministratormwmAgm.

To evaluate this year's Staff Development program and make it more
responsive to your needs as an Administrator, we'd appreciate your taking
a few minutes to answer the following questions:

1. Has the S.D. program caused you to think and plan more for your
professional/personal growth this year?

Yes No Comments:

2. Have svstem-sponsored activities contributed to your
professional/personal growth this year?

Yes No Comments:

How would you rate svstem-_sponsored activities?
Generally good Average Poor

3. Have building-sponsored activities contributed to your
professional/personal growth this year?

Yes No Comments:

How would you rate building-sponsored activities?

Generafly good Average Poor



ATTACHMENT ES (continued)

4. Did you participate in any self-designed activities? Yes No
If your answer is yes, did this/these activities contribute to your
professional/personal growth this year?

Yes No Comments:

S. Has morale in your school/program been affected by the StaffDevelopment program?

Generally positive
effect:

Mixed Generally negative No
effect: effect: effect

6. For those teachers you have observed this year, have you seen changes(in classroom organization, maragement, activities, content, etc,)that you would attribute to their participation in the StaffDevelopment program.

No Less than 10% 10% - 50% More than SO%

7. Have you made specific changes in your building/program as a result of
your participation in the Staff Development program?

Have made several
changes:

Have made a
few changes:

Am contemplating Have made
changes: no changes

8. Nave your Staff Development concerns been responded to by:

114141mAlsociates: Yes No Not Appropriate
Havemeyer Associates: Yes No Not AppropriateCentral Office Administrators: Yes No Not Appropriate
Program Coordinators: Yes No Not Appropriate
Building Administrators: Yes No Not Appropriate
Comments:

9. Other comments on how the Staff Development program has operated for youthis year:

11)3
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ATTACHMENT ES (continued)

GREENWICH
HAVEMEYER BUILDING

STAFF DEVELOPMENT PROGRAM EVALUATION

STAFF OUCTIONNA IRE

Department:
School: (if appropriate) MIMil=
1. Have system-sponsored staff development activities contributed to your

personal/professional growth this year?

Yes No

If 'yes°, would you give an example?

2. Have building s onsored activities contributed to your
personal/professional growth this year?

Yes No

If 'yes', would you give an example?

3. Has morale in your school/program been affected by the Staff Development
Program?

a) Generally positive b) kixed c) Generally negative d) 4o
effect effect effect effect

Please explain:

4. Have you made specific changes in your classroom (activities,
organization, content) as a result of your participation in the Staff
Development Program?

a) Have made several b) Have made a few c) Have made no
changes changes changes_

If a or b, would you briefly describe the changes(s)?

194
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ATTACHMENT e5 (continued)

5. Have your staff development concerns been responded to by:

NoYes Have made
no requests

Building Associate)s)

Building Administrator(s)

Program Coordinator(s)

Havemeyer Staff Development
Personnel

wm.enesOpcsour

6. Would you like some staff development activities to take place during
faculty meetings?

Yes, frequently Yes, occasionally No

1 Would you indicate your opinion of the amount of released time presently
provided for systm-wide and building staff development?

a) Too much released b) Generally appropriate c) Too little released
time

Comments:

amount time

8. Do you read the Assork.iates' Press? (Staff Development Newsletter)

a) Yes, generally, h) Sometimes c) Rarely or Never

What in the Associates' Press is most interesting/helpful to you?

What's Happening? (information on local and state conferences, etc.)

Reports on Greenwich Staff Development activities (e.g., Brain
Research, Learning Styles).

News of what individual Greenwich staff members are doing as part of
their own personal/professional development.

Other (please specify)

1. Would you describe what you liked best about staff development
during whether self-designed, building or system-sponsored.
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INTRODUCTION

to

THE SAMPLE
FIVE-YEAR PROFEMONAL DEVELOPMENT PLAN

Following is a description of "Hadley," a fictitious school

district.

..m..

IT IS NOT NECESSARY TO INCLUDE A DESCRIPTION OF YOUR SCHOOL

DISTRICT IN YOUR PLAN.

Background on "Hadley" is included only to provide the

reader with a context for some of the material in the SAMPLE

PLAN.

This sample is only one of many forms that a five-year

professional development plan might take. Therefore, each

section of the sample is annotated to address alternatives

that might more appropriately apply to districts with

characteristics different from "Hadley".
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HADLEY, CONNECTICUT
(a fictitious school district)

The town of Hadley has a population of 31,000. The

Hadley public school district consists of:

o one (1) comprehensive high school, grades 9-12, with
3 administrators, 8 non-certified staff, 112 teachers
and a student population of 1540;

o two (2) middle schools 9 grades 6-8, each housing
approximately 520 students. Two administrators, 6 non-
certified professionals and 25 teachers constitute the
staff in each middle school;

o four (4) K-5 elementary schools having a total student
enrollment of 1450 and staffed by 76 classroom
teachers, 4 administrators and 15 noncertified
personnel; and

o a central office (housed in the high school) which
serves as home base for the superintendent, the assis-
tant superintendent, the business manager, the coord-
inator of adult education, four (4) special area
coordinators, and a noncertified support staff of 6.

In summary, the Hadley school district has a total of:

7 school buildings

4,030 students

238 certified personnel

13 building-level administrators

8 central office-administrators

41 noncertified personnel

During each of the past five years, the Hadley Board of

Education has authorized up to three "in-service days" in

order for teachers to participate in professional development
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activities. The superintendent and assistant superintendent
have worked with the superintendent's Advisory Committee to
plan and implement a variety of activities which took place
on those scheduled days. The superintendent's discretionary
fund financed about half of the expenses associated with this
program, the balance of support came from the Curriculum

Development and Conference Travel lines in the district's
budget.

Most activities were planned in response to requests
made through a district-wide needs questionnaire administered
to teachers during the first month or two of each school
year. Teachers selected from among a variety of professional
developMent activities scheduled during in-service days.

On April 27, 1984, two teachers, two administrators and
two board of education members met as an ad hoc committee to
disl.uss ways to upgrade Hadley's professional development
program. The efforts of this committee intensified in May
when the Connecticut State Assembly passed Section.10-220a of
the Connecticut Gene:al Statutes (enacted as Public Act 84-314)
mandating that every local school district in the state
develop a five-year professional development plan for its
professional staff.

e
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During the time between June, 1984 through March, 1986,

the following events took place:

o The ad hoc committee drafted a Professional Development
Policy statement anci submitted it to the teachers' and
administrators' associations for comment and suggested
changes. The policy was subsequently submitted to
and approved by the board of education. Copies were then
posted in each school, the town hall, public library, and
main supermarket..The superintendent presented copies of the
policy to parents attending a general meeting of the Hadley
Parent Association. At this meeting, the superintendent was
given a formal vote of support for the policy.

o It was generally agreed that professional development
warranted a separate line in the district's budget. Several
funding alternatives for this new budget item were considered
by the Hadley Board of Education. Among these were
unproductive efforts to tap local business and industry for
financial support. After a series of negotiations with the
local teachers' and administrators' associations, the board
approved a plan to fund half the program by increasing the
total budget and the other half by transfering a portion of
the sabbatical leave and conference lines in the 1986-1987
budget to the new item - "Professional Development".

o The assistant superintendent was assigned leadership of the
professional development program and given the time and
authority to carry out this additional responsibility.-

o A representative Professional Development Planning
Committee was formed through a volunteer proce:s. This
committee was charged with the development of a five-year
Professional Development Plan for Hadley, to be implemented
July 1, 1986.

o Building-level and administrator committees were formed.
Meetings were held, assumptions about the schools and
community were made, discussed and tested where possible. A
comprehensive assessment of professional development needs
took place. Program goals and objectives were developed. A
focus for the first year of the plan was identified.
Activities were defined, resourcesiommitted, timelines
established and evaluation procedures begun.

The plan was submitted to the State Department of Education
on March 17, 1986.
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HADLEY PUBLIC SCHOOLS
100 School Street

Hadley, Connecticut 01020

March 17, 1986

The Connecticut State Department of Education
Division of Curriculum and Professional DevelopmentP.O. Box 2219
Hartford, Connecticut 06145

RE: Certification of Compliance
with Section 10-220a of the Connecticut General Statutes

The undersigned hereby certify that the attached Five-YearPlan for Professional Development to be implemented from July1, 1986 through June 30, 1991 in the Hadley, Connecticutschool district, has been approved by the Hadley Board ofEdncation on the 15th day of March, 1986.

Judith W. mith
Superintendent

Richer. P. loy e
Chairman

NOTE: A formal school board letter of certification is notreo red by je islation as part of a district's five-yearprofessional deviiit plan. However, it is recommendedthat some indication of board approval or support beincluded.
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HADLEY PUBL,C SCHOOLS
100 School Street

Hadley, Connecticut 01020

Judith W. Smith
Superintendent of Schools (203)345-6789

BOARD OF EDUCATION PROFESSIONAL DEVELOPMENT POLICY

(Board Policy #85-237)

The Hadley School District encourages its teachers and

administrators to broaden and deepen their knowledge, their

understanding of the teaching-learning process, their under-

standing of students, and their perception of themselves and

their colleagues as worthy and effective professionals. To

this end, the Hadley Board of Education is committed to the

support of a planned, ongoing, and systematic professional

development program designed to maintain, enrich and/or im-

prove the skills, knowledge and abilities needed by education-

al personnel to meet their professional responsibilities.

The ultimate goal of the professional development program is

to improve student learning.

In order to assist district educators to maintain,

enrich and/or improve their effectiveness with students, the

Board of Education will, to the extent possible, support a

planned professional development program for all certified

staff by providing funds and making time available for

planning and implementing the program. In addition, the

Superintendent is directed to appoint a district coordinator
118
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for professional development and to establish a steering
committee composed of representatives from the Board of
Education, the administration, teachers and other appropriate
staff. The Superintendent is also directed to report
annually to the Board of Education on the professional
development program and its effect with recommendations fat
changes as needed.

This commitment to professional development on the part
of the school district is a commitment to the affirmation of
learning as a lifelong process which contributes to the well-
being of the individual, the local school district, and the
society.

ark. au.....mmmmsm........m
NOTE:2 A written policy supporting professional development,whiCrhas been adopted by the local board of education withinthe last five years, must appear in every acceptable five-yearprofessional development plan.
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HADLEY TEACHERS' ASSOCIATION
100 School Street

Hadley, Connecticut 01020

March 3, 1986

To Whom it May Concern:

The Hadley Public School District professional development
five-year plan was developed with the advice and assistance
of representatives of the Hadley Teachers' Association as
required under Section 10-220a of the Connecticut General
Statutes.

The Hadley Public School District's 238 certifiee teachers
recognize the potential impact of professional development on
their ovn professional growth and on the improvement of
instruction in their clas:rooms. Therefore, the Hadley
Teachers' Association is in full agreement with the
Professional Development Five-Year Plan developed
cooperatively by teachers, administrators and the Board of
Education for the Hadley School District.

Robert A. Menke
President, HTA

11111M=

NOTE: Section 10-220a of the Connecticut General Statutes
requ res that "NOT LATER THAT APRIL 1, 1986, EACH LOCAL OR
REGIONAL BOARD OF EDUCATION SHALL DEVELOP, WITH THE ADVICE
AND ASSISTANCE OF THE TEACHERS EMPLOYED BY SUCH BOARDS,
INCLUDING REPRESENTATIVES OF THE EXCLUSIVE BARGAINING
RE RESENTIVE OF SUCH TEACHERS CHOSEN PURSUANT TO SECTION
10-153b AND SUCH OTHER RESOURCES AS THE BOARD DEEMS
APPROPRIATE, AND SUBMIT TO THE STATE BOARD OF EDUCATION FOR
APPROVAL A FIVE-YEAR PLAN, TO BE IMPLEMENTED NOT LATER THAN
SCHOOL YEAR 1986-1987". A letter such as the above example,
or a statement attesting to compliance with this requirement
of the Statutes should be included in the plan of each
district.

IONE&
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HADLEY PARENT ASSOCIATION

100 School Street
Hadley, Connecticut 01020

June 14, 1985
To Whom it May Concern:

The yndersigned attest that the Hadley Parent Associationhas reviewed the Professional Development Policy Statementadopted by the HadTey board o/ Education on June 191.
On June 13, 1985, the Association formally voted its approvalof the policy statement and expressed its support for theconcept of a comprehensive Professional Development programfr. Hadley teachers and administrators.

;:si.°::671011
orma F. Smith

fames G. LenoxPresident, HCPA
ecretary,HCPA

NOTEDParent involvement in or formal support of thepro2essional development policy statement ls not required by.the legislation. Parent support, however, can strengthen aprogram and is strongly encouraged. If parents or othermembers of the non-education community are involved in anyaspect of professional development planning, the nature ofsuch involvement should be specified in the district's plan.
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ORGANIZATION STRUCTURE

A. Coordinator of Professional Develo ment

Bernard Santano, the Assistant Superintendent of
Schools, is responsibile for the coordination of tite pro-
feazional development program. One day per week (2070 of
this person's time is devoted to professional development.

11.110MMh.

NOTE: Although Hadley assigned the leadership of its
proressional development program to the assistant
superintendent, other districts may designate another
Administrator (such as a curriculum coordinator, principal or
adult education director) to fulfill this role. In any
event, a singl-, individual with decision-making authority
should be identified to iead the program. The name and title
of that person should appear in the plan.
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B. Buildin Professional Develo ment Associates

Each school has one Professional Development Associatefor each 15 certified staff members. An associate has threemain responsibilities:

1. to serve as a member of the Building Professional
Development Committee;

2. to serve on the District
Professional DevelopmentSteering Committee; and

3. to be a liaison among the building staff, princi-pal and the District Professional Development Steer-ing Committee in matters pertaining to professionaldevelopment activities within his or her building.

Building associates are classroom teachers. They are
elected annually by their peers. Elected associates for the
1986 - 1987 school year are:

Elementary Schools

Sara Atkinson
Rose N. Bloom
Larry Cole
Barbara Dube
Cora Hyde
Marie Sachs

Middle Schools

Janice Copes
Verne Parker
Mary Russell
Fred Stanley

High School

Ralph Carson
Eugene Dole
Laura Hyde

*Jack Jones
Lester Lannin
Morris Schultz
Carlo Vasquez

TEpIt is not required by legislation that professionaloeve pment associates be included as part of theorganizational structure of a program. However, Hadleychose this option in order to provide a mechanism for "grass-roots" representation on the building level.
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C. Building-Level Professional Development Committees

The staff of each building selects its own Professional

Development Committee members. These committees represent

the various interests of their respective teachers, adminis-

trators and support staff.

The building committees meet monthly. The

responsibility of each building Professional Development

Committee is to solicit ideas from staff, generate proposals

for building-level staff development, and advise the.
principal on the use of the building-level professional

development fun... Building-level committee membership in-

cludes the associates plus the following:

Elementary I Elementary II

A. Fine - Kindergarten B. Kline - 1st grade
C. Penner - Spec. Edue. D. Rhodes - 2nd grade
E. Lyons - 3rd grade F. Tyson - Art
G. Vincent - 5th grade H. DeVine - 4th grade

Elementary III

I. Cohen - Chapter I
K. Smith - Music
M. Vallante - 37cd grade
0. Wilde - 5th grade

Middle A

R. Udall - Math
T. Fortunata - Spec. Edue.
W. Bulkley - English

NOTE:

Elementary IV

J. Blanc - Music
L. Noel - Kindergarten
N. Charles - 2nd grade
P. Paully - 4th grade

Middle B

S. Terra - English
V. Fortes - Science
J. Rippart - French

High School

K. Williams - Phys. Ed.
L. Babbett - English
M. Martin - Math
N. Reagan - Consumer Educ.

Building-level committees, although not required by
eg ation, are recommended. Departmental and grade-level

comm ttees are also effective ways to organize representative
groups to address protessional developmefit concerns at
various levels.

1-21
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D. Administrators' Professional Development Committee

The Administrators' Professional Development Committee
is comprised of one administrato.r from each building level
and central office staff representing the various district
program areas.

The Administrators' Professtonal Development Comittee
solicits professional development needs from building and
central office administrators and plans activities to meet
those needs. This committee meets every other month with
additional meetings as required. Members of the

administrators'.committee are:

John O'Neil, Dir. of Grants and Special Programs

Laura McDonald, Special Education Coordinator

Peter Slotnick, Business Manager

Gerard Lobin, High School Principal

Freida Gottleib, Elementary School Principal

Richard Smith, Middle School Principal

11=MME
NOTEpSection 10-220a of the Connecticut General Statutesequ es "personnel management and evaluation training orexperience for administrators." An administrators'professional development committee, although not required bylegislation, can focus on this aspect of the program.

125
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E. District Professional Develsom&Jleering_gemmittet

The District Professional Development Steering Committee

is composed of the building associates, one central office

and two building administrators, one Board of Education

representative, and the coordinator of professional development.

The District Professional Development Committee meets every

six weeks and is responsible for advising and assisting the

professional development coordinator in the overall

assessment, planning, delivery and evaluation of the district-

wide professional development program.

TE: Hadley formed a separate district-wide steering
comm tee. Other districts may choose this option or use an
already existing representative group, such as a
superintendent's advisory committee or a K-12 curriculum
committee, to take on the additional responsibility of being
the professional development gov2rning body for the district.

1 ?6

AMMIIIM
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PROFESSIONAL DEVELOPMENT FUNDING

The Hadley Board of Education, in order to assure

ongoing funding for professional development, has

established a Professional Development Program line item in

its annual budget. The amount of funds allocated annually to

professional development program-related activities is based

on the following formula:

$75.00 x the number of FTE certified staff.

The actual amount spent each yea7 on professional development

will be determined by the financial requirements of the

program-related activitiel; plenned for that year, and will

not exceed the allocated amount.

Under this process, $19,350 has been allocated for

professional development program-related activities in the

1986 - 1987 school year. The program as planned will be

financed in whole from this budges. line.

t142LOE:The written-five-year plan must show that funds have
ueen allocated to implement the professional development
plan. Indication that financial support is related to the
planned cost of the program should also be included in theplan.

4111IMISMEN

12 7
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COLLABORATION WITH NEIGHBORING SCHOOL DISTRICTS

Hadley has entered into informal agreements with the

directors of professional development in Trent and Exitor,

Connecticut. These agreements call for:

1. the scheduling of "released/in-service" days will

coincide whenever possible,

2. information about scheduled activities will be
exchanged, and

3. personnel from each school district may observe
classes and participate in activities presented by
the other districts, space and circumstances
permitting.

NOTE: Collaboration with other districts or regional
educe ion centers is not required by legislation.
However, a regional approach to professional development can
be effective as a way to maximize limited resources.

TIME ALLOCATIONS FOR PROFESSIONAL DEVELOPMENT

The Hadley Board of Education has authorized four(4)

full days and four (4) half days as released time for

district and building-level professional development act-

ivities each year. In addition, an individual may be released

for a maximum of two (2) days with his or her supervisor's

approval to participate in approved individualized professional

development activities. Members of the professional

development committees are allowed up to five additional days

for planning purposes.

,fIIMEIMP
NOTE* The five-year plan must indicate that time has been
set side for individuals to plan and take part in
professional development activities. Time allotments for
each district should LA realistic in terms of need as well as
availability.

IMMEMIII111MEPIIMINIIIIPM1101111111M111110IMIIS, 1.01111111011iMilMOF
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THE PROFESSIONAL DEVELOPMENT PROGRAM

Statement of Pur ose

The overall purpose of the Hadley Professional Develop-
ment Program is to provide the teachers and administrators of
the district with a systematic series of activities end
experiences which will lead to their becoming more effective
educators, better able to achieve the educational goals end
objectives of the school district.

Focus

The professional develcyment program for the five
school years, 1986 - 1991 will focus on helping the
professional staff meet the educational goals and objectives
which have been established for the Hadley school district
pursuant to Section 10-220 of the Connecticut General
Statutes (see pages 15 and 16). The majority of the
professional development program's activities and the
bulk of its resources will be dedicated to this focus.

During the first year of this five-year plan (1986-1987),
the professional development program will concentrate on
helping certified staff address the district's educational
objective in, which calls for improved student performance in
writiag. This decision to focus initially on improving
student writing is also the result of an extensive analysis
of the teaching-learning needs in the district described on
pages 17-18 of this plan. Emphasis on improving writing

.129
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instruction will continue into the s,cond year of the

professional development program with specific activities to

be determined by an ongoing evaluation and needs assessment

process.

The second yeax (1987 - 1988) of the five-year pro-

fessional development program will address the .;:l.strict's

educational objective #1:

Increased parent involvement in school affairs
and in the education of their children will be
evident.

The third, fourth and fifth years of the professthnal

development program will concentrate on h2lping the pro-

fessional staff meet the three remeiting district objectives.

Focus will be on one of these objc..trver each rear, the order

to be determined by an ongoing ass2ssment of priorities and

needs.

alMOMMINOMMININIMMOV "INIMMINCIMENS111111

NOTERThe five-year plan for professional development must
conta n a written statement describing the purpose for the
program. That purpose must be directly related to the
district's goals and objectives established pursuant to
Section 10-220 of the Connecticut General Statutes.

In addition to a tatement of purpose, it is strongly
encouraged, although not required by le,islation, that the
plan for professional development contain a description of
the focus for the program. Hadley decided to focus on a
single area during each year of its planned program. This
arrangement allows Hadley to concentrate its limited
resources in order to make an in-depth impact an one
objective at a time. Every district should decide for itself
whether it can afford to focus on one, two or several
professional development needs at one time and plan
accordingly.

13u
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HADLEY, CONNECTICUT PUBLIC SCHOOL DISTRICT

EDUCATIONAL GOALS AND OBJECTIVES

ERtablished Pursuant to Section 10-220
of the Connecticut General Statutes

EDUCATIONAL GOALS

1. Desire for Learnin

Motivated by home, school, community and peer group
involvement, Hadley students will develop a positiveself-image, will heighten their ispirations, willstrive for the achievement of personal goals, andwill develop the desire to improve tht quality oftheir lives through educatior.

2. Ac uisitirm of Essential Skills

Students will be competent in verbal and written
communication, will read with comprehension, willhave proficiency in mathematics, and will develop thecritical thtnking and decision-making skillsnecessary for success.

3. Assuisition of Broad Base of 1,imatu
Students will realize their unique and creativepotential, will understand and appreciate their ownand other cultures, and will become more responsible
citizens through the acquisition of knowledge in thearts, sciences, and humanities.

4. Pre aration for Life

Students will have the ability to participatEsuccessfully ir society through knowledge of familylife and parenthood, economic understanding, andpreparedness for further education, employment, andresponsible citizenship.

5. Arpreciation of.Society's Values

Students will appreciate nnd adhere to the bnsicvalues of society: respect for diversity, respect forthe law, respect for the environment, and respett forhumanity.
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EDUCATIONAL OBJECTIVES

Every five years, a committee composed of teachers,

administrator, board members and local business and public

agency representatives review school data, community

development plans, local demographics, state college and

university entrance requirements, area employment tr^nEs and

other factors related to the district's educational goals.

Educational objectives are established which describe the

desired impact to be made on each of the five goals over the

next five years. The iistrict's objectives for the 1986 -

1991 school years are:

1. Desire for Learning: Increased parent involvement in
schrcl artairs and in the education of their children will beevident.

2. Acquisition of Essential Skills: The writing program
for grades four throup.717707111Eitter meet the
expectations of the district for improved written and verbal
communication skills.

3. Acguisition of Broad Base of Knowl!dge: Students will
improve their knowriaii-iiiriFireciation o. the contributit.n
of Blacks, Hispanics and other minorities to national, state
and local culture and history.

4. glAmmation for Life: Secondary school students will
acquire an understanding of the world of work and develop
skills.repropriate to finding employment-and career
advancement.

5. Appreciation of Society's Values: Students will
develop respect f.or the environment through the infusion of
environmental studies into oaer curricula areas.

NOTE: The Educational Goals and Objectives of the districtthat eve already been developed pursuant to Section 10-220of the Connecticut General Statutes should be included in the
professional development five-year plan. The purpose andfocus of the professional development program must relate to
these district goals and objectives. n,11
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NEEDS ASSESSMENT

Process

During the 1985 - 1986 school year, the District
Professional Development Steering Committee conducted a multi-
phase assessment of professional development needs. In the
first phase, student records and test scores, community
concerns and expectations, and board of education policies
and priorities were reviewed in relation to district goals
and objectives.

In phase two, an analysis of the date gathered in
phase one vas presented to the full professional staff. The
Professional Development Associates then met with individuals
and small groups of staff members in their buildings to
(1) discuss the data, (2) generate a list of perceived needs,
and (3) "brainstorm" a list of potential activities to
addrbss those needs.

The District, Building and Administrators' Committees
then analyzed the information accumulated by the associates
and developed a paper/pencil survey instrument to be completed
by all certified

professional staff.

The assessment instrument also provided staff with the
opportunity to indicate additional needs and/or activities
which (1) relate to the district's objectives for the next
year, or (2) do not relate directly to the objectives but are
considered important or worthwhile. The survey was
administered to small groups by the Professional

Development
Associates in order to provide opportunities for clarification
and to create a high probability for return.
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Data Gathered From Assessment Process

1. A subjecave assessment of student writing based on an
examination of writing samples taken from grades 6, 9, and 11showed a general need for improvement.

2. Objective measures validated the need for improvement instudent writing. Scores on the Hadley Writing Proficiency
Test for grades 6, 9 and 11 were well below expectations.

% llth % 9t1.. % 6th
112.1"".1-1ScatLia112. Grade Grath. Grade

High competency 4 3 6 8

Grade level 3 20 22 26

Below grade level 2 72 70 62

Seriously deficient 1 5 2 4

3. Several local businessmen commented on the poor writing
ability shown by Hadley High School graduates whom they have
hired during the past three years.

4. The average number of Hadley High School graduates
enrolled in college remedial writing classes during the pasttwo years was higher than the average of all students.

5. The last review and revision of the writing curriculum inHadley took place five years ago.

6. No in-service activities have been offered in writing for

the past two years.

7. 64% of the teachers in Hadley identified improvement inwriting as the top priority professional development need ofthe district.

8. Local business and high school guidance personnel stress a
general lack of "world of work" understanding by graduates.

9. Students and the community in general have little
uaderstanding of the environment and the impact of theirbehavior on its future.

10. The number of Black and Hispanic residents in Hadley will
increase considerably in the next decade. The knowledge andappreciation of the contribution of minorities to local andnational culture.and history is minimal.

134



Additional professional develo ment needs identified throu hthe assessment process include :

o computer application to the classroom
o classroom management

o study skills instruction

NO Each district should describe the process and latestres ts of its ongoing needs assessment in its five-yearplan. See Appendix D in the Professional Development PlanningGuide: A Primer for Local School Districts for a discussionof the needs assessment process.

19
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ASSESSMENT OF PROFESSIONAL DEVELOPMENT NEEDS
OF BUILDING AND CENTRAL OFFICE ADMINISTRATORS

The Professional Development Coordinator conducted a

needs assessment session for building and central office

administrators. Several needs were identified and ranked in

priority order as follows:

1. To effectively supervise and manage the
curriculum development and implementation of
an upgraded writing program for the district.

2. To develop strategies for improving public and parent
involvment in the school system.

3. To conduct more effective and efficient staff and
faculty meetings.

In addition, administrators voiced their intention to attend

and/or participate in professional development activities for

certified staff whenever possible.

NOTE: Section 10-220a of the Connecticut General Statutes
man ates "personnel management and evaluation training or
experience for administrators." The five-year plan should
present the method and results of assessing the needs of
administrators.
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IDENTIFICATION OF IN-SERVICE NEEDS
OF NONCERTIFICATED PERSONNEL

During the 1984-1985 school year, in-service needs of

noncertificated personnel were assessed by means of inter-
views with target staff and by reports from supervisors and
building principals. The following needs were identified
through this process:

o Food Service ManaRers: To improve the ability of foodservice managers to train employees.

o School-Based Custodians: To improve the ability ofschool-based custodians to perform preventativemaintainance on building roofs, heating systems andgrounds.

o School Office Personnel: To improve telephone andword processing skills of building secretaries andother office staff.

There is no state requirement to provide staffeve opment services to noncertified personnel. However,Hadley chose to do so. Although it is not required, otherdistricts may want to consider this option.

1 :3 7
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PROFESSIONAL DEVELOPMENT ACTIVITIES

I. LEVELS OF ACTIVITIES

Professional Development Activities take place at three

levels: district-wide, building, and individual.

District-wide professional development activities

address the district objectives established for a given

school year. Professional staff from all grade levels and

subject areas participate in district-wide activities.

Buildin level rofessional development activities

address both the annual objectives which are set for the

whole district and the priority needs identified by the

building's Professional Development Committee for their own,

unique situation.

Individual professional development activities provide

the opportunity for individuals to plan and implement a

special project which will ultimately result in the

improvement of instruction. Staff members set goals for

personal iimprovement and develop action plans for meeting

those goals.

II. TYPES OF ACTIVITIES

We in Hadley believe that professional development is

not a single event or activity, but rather a process which

includes a wide range of activities. Therefore, the Hadley

Professional Development Program draws upon the following

types of activities at various times:

o Workshops led by local staff or outside consultants.
o Formal courses or seminars.
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o Networking with other school districts.
o Attendance at professional conferences & conventions.
o Participating in formal or informal peer group meet-
ings to share ideas and information.

o PIihning/developing new curricula.
o Committee work related to professional development.
o Planning, reading or research designed to improve
classroom instruction.

III. PROFESSIONAL DEVELOPMENT ACTIVITIES FOR THE FIRST YEAR
OF THE HADLEY FIVE-YEAR PROFESSIONAL DEVELOPMENT PLAN

(1986 - 1987 School Year)

-
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NO The chart on the following page is an example of howir -year professional development activities are to be
displayed in the "Plan for Professional Development ReportForm." The five-year plan can present this material.using
l'Ersame format. Examples of two other formats for charting
activities are provided on the two subsequent pages.



SAMPLE I

PROFESSIONAL DEVELOPMENT ACTIVITIES: 1986 - 1987 SCHOOL YEAR

HADLEY, CONNECTICUT

be addressed

I Activity Level
Participants
to be Served

Approximate
Date(s) Desired

I not aware of
t-wide extent
tem in student
and of the
:'s plans (or ..,
.ng the situa-

Half-day general
informetion
session with
speakers and
information
packets.

District All profes-
sional staff,
4-12.

Sept., 1986 Staff w
forward
follow-1
activit

for good
not clear,

Formulation of
criteria for
student writing
assessment. Led
by consultants.

Grade &
subject
areas.

All profes-
sional staff,
4-12.

Sept., 1986 Each gre
subject
will est
criteria

not familiar
!nt writing
Loma methods
!ials.

All-day workshops
on structured
writing and writ-
ing in content
areas.

Building All profes-
atonal staff,
4-12.

Early
Oct., 1986

Teachers
develop
structio
techniqu
material

s section would continue listing in a similar way all activities planned for the firer of the five-year professional development plan. Activities for district, buildingividual levels as well as for administrators and teachers of children with special neuld be included. Follow-up, coaching and supervision activities should also be incluseparate activities on the chart.
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SAMPLE II
District:

ITEMENT:

Activities
Person(s)

Responsible Constraints
Time
Frame

142

Evaluation
Strategy

143
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SAMPLE III

I. GOAL:

. PROBLEM STATEMENT:

,

3. OBJECTIVE: .

4. EVALUATION OF THE ACHIEVEMENT OF THE OBJECTIVE:

. ACTIVITIES 6. PERSONS
RESPONSIBLE

17. TIME
SCHEDULE

8. EVIDENCE OF
ACTIVITY ACCOMPLISHMENT

9. BUDGET AND SPECIFIC USE OF FUNDS:

(USE. A NEW PAGE FOR EACH OBJECTIVE)
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IV. PROFESSIONAL DEVELOPMENT ACTIVITIES, YEARS 2 - 5 OF THEFIVE-YEAR PROFESSIONAL DEVELOPMENT PLAN ( 1987/88-1990/91)
District-, building- and individual-level activities

during years 2 - 5 of this five-year plan will continue to
focus on the annual objectives set by the Board of Education.
The process for planning specific activities for specific
participants will duplicate the procedures followed for the
first year of the program and will use evaluation data to
modify the program as needed.

The focus of professional development activities for
1987-1988, the second year of this five-year plan will be:

a. Continuation of curriculum development, trainingin instructional techniques and development ofmaterials in tjle area of writing; and

b. Increasing the involvement of parents in schoolissues and in the education of their children.

The third through fifth years of this plan (1988-91),
will focus on:

a. Developing prevezational and career exploration
experiences for secondary school students;

b. Enhancing the awareness, appreciation andknowledge of minority contributions to localand aational culture and history; and
c. Infusing environmental studies into appropriatecurricula.

AMR.NOTE: Specific professional development activities for theTbb - 1987 school year must be included in the five-yearplan. Activities for years 2 through 5 need to be indicatedonly in a general way, such as in the above example. A moredetailed description of planned activities for the 2ndthrough 5th years may be included if desired. Informationfrom this section can be used to complete Attachment A of thePlan For Professional Development "Report Form' on Which youare to list the major goals of your professional developmentprogram for each year of your five-year plan. It is expectedthat during each year of the five-year period covered by thisplan, each district will complete a chart of specific activ-ities for that year which will be kept on file in the diE- -t.
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EVALUATION

Evtluation of Professional Development in Hadley will

take place on two (2) levels: program and activity.

The program evaluation will asks whether or not the plan

is being followed and will look for ways to improve the

process. The District Professional Development Committee has

responsibility for the evaluation process. Procedures which

will be used by the committee will include:

1. Periodic review of the needs assessment techniques andinstruments to determine their comprehensiveness;

2. Regular checking of program activities to assess the degreetc which they are addressing the objectives of the districtand the identified needs of participants;

3. Periodic review of resources to assess their quality,
availability and use.

Program evaluation will also assess the extent to which

the program was true to its focus, what impact it had on

helping staff members meet their assessed needs, and to what

degree the objectives of the district were addressed.

The activity evaluation will provide immediate feedback

6f the degree of participant satisfaction with a given

activity. This will.be done through the use of a structured

survey instrument. The activity evaluation will also examine

the impact that an activity or series of activities makes on

teacher behavior. This will be done through the use of

structured observational instruments to be used by

participants with each other.
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In each case, outcomes of an activity will be measured
against the objectives set for that activity. Comparison of
pre- and post- activity behaviors and performance will take
place in some areas; in others, anecdotal or descriptive
summaries will be solicited.

The results of the evaluation will be used to determine
what is working and what is not. Periciic modifications of
the program will be based upon the analysis of evaluation
data. The District Professional Development Committee will
suggest such modifications to the coordinator for

implementation.

NOTE: The five-year plan should specify the systematicstrategy that has been established for evaluating the pro-fessional development program and describe how the evaluationresults will be used to modify theprogram. Appendix E ofthe Professional Develo ment Plannin Guide: A Primer forLocaT School Districts suggests a variety of eve uationmethods and instruments.

147



Connecticut State

Department of Education

Division of Curriculum and Professional Development

Betty J. Sternberg, Director

Bureau of Professional Development

Marjorie K. Bradley, Consultant

Thomas Lovia Brown, Consultant

148


